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This report provides a comprehensive overview of current and developing skill issues in the Greater Merseyside labour market, and where possible, looks forward to identify likely future changes.

The aim is to set the local analysis within the national, regional and sub-regional context to determine how the area is responding to the need to upskill its current and future workforce.






Greater Merseyside is one of the UK’s most densely populated urban areas with over 1.5 million people living in the six districts – Halton, Knowsley, Liverpool, Sefton, St Helens and Wirral – covering an area of 729 square kilometres.  The resident labour force is around 916,000, of whom 652,000 are economically active (71% compared to 79% in England).  There are 596,000 in employment, of whom 543,000 are employees, and 48,000 are self-employed.  Of those not in employment, 264,000 are economically inactive, with around 40,000 (6.2%) claiming unemployment benefit at the end of 2001 – a proportion far higher than for Great Britain overall (3.2%).  Measures of the local economy indicate that Greater Merseyside is performing poorly relative to the rest of the UK.  For example, per capita GDP is 70% of that of the UK (1998). This poor performance is reflected in Merseyside’s Objective One status.

Employment has been growing over the past five years and now 560,000 people are employed in Greater Merseyside businesses – with growing sectors in finance, retail and tourism.  

Despite the improving employment situation, Greater Merseyside continues to suffer from high levels of unemployment.  Although the claimant count rate has been falling steadily for five years, it still stands at 39,900 (6.2%), twice the average rate for the UK.  Other measures of unemployment indicate that the numbers of people affected are considerably higher.  

2.	 Demand for Skills

Greater Merseyside sits in a distinctive group of primarily urban Learning and Skills Councils (LSCs), with traditionally high unemployment.  It has a lower than average, but greater than expected, incidence of skill shortage vacancies, co-existing with higher than average unemployment rates.


2.1	Skill Gaps Within the Existing Workforce

According to the Greater Merseyside Employer Skills Survey, 28% of local employers believed they had a skills gap.  Within these organisations, the key gaps identified tended to be generic skills such as customer handling skills (26%), verbal communication skills (23%), written communication skills (20%), problem solving skills (18%) and team working skills (17%).


2.2	Skills Shortages Within the Labour Pool






As businesses become increasingly knowledge based and responsive to change, certain generic skills will be needed by the workforce, regardless of sector, including the need for basic, key and employability skills.  Without these basic skills, employees will be unable to cope with the changes in culture and working practices that are being demanded of companies to ensure their survival. 

The DfES Learning Age Green Paper suggests that the workforce needs to extend these basic skills to include a range of key skills, including problem solving, working with other people, effective communication, use of information technology and developing learning skills.  With an employer focus, the CBI and regional respondents have identified further characteristics needed, including a work ethic, up to date knowledge and experience, language and customer service skills.

Locally, the key future skills needs identified included basic and advanced ICT skills, customer handling skills and other technical and practical skills.  As would be expected, the key skill needs identified are dependent upon occupation and industry. 


2.4	 Provision of Training

Establishments acknowledge that in order to overcome existing skills gaps and to develop/maintain a fully proficient team, training should be provided.  Despite this, only 44% of organisations in Greater Merseyside had arranged or funded off the job training in the last twelve months.   

Nearly two-thirds of establishments who had arranged off the job training used external training providers, typically colleges, private training providers and to a lesser extent, manufacturers or suppliers.  Around half of the companies questioned used an external training provider outside the area where they felt that there was no provision in Greater Merseyside.







3.1	 Participation by Young People

Approximately 20,000 young people resident in Greater Merseyside leave compulsory schooling each year.  Overall, 82% of young people in Greater Merseyside continued in some form of learning at the end of their compulsory education.  At least 3% of young people leave school at 16 and go into employment without training (approximately 3,000 young people).  These young people are less likely to have achieved a Level 2 by the end of their compulsory learning.  

Current participation in learning by 16 - 18 year olds is estimated to be 46,500. 48% of these are in further education, 25% in school sixth forms and 17% in work-based learning.

Young people’s participation in post compulsory learning is influenced by their GCSE results at age 16, socio-economic and demographic factors, as well as local provision.   Young people from professional, managerial or technical family backgrounds were more likely to continue in education than were others.  Greater Merseyside has a lower proportion of residents in these occupations when compared to the national average.  


3.2	Achievement by Young People

Greater Merseyside generally lags behind the rest of the UK in terms of educational achievement.  Achievement before age 16 provides a firm foundation for future attainment.  The results at Key Stages 2 and 3 and at GCSE suggest that Greater Merseyside is still someway behind the national average.  In 2001, 43% of young people in Greater Merseyside achieved five higher grade GCSE passes compared to an England average of 50%.  93% achieved at least one GCSE pass grade A*-G.  











The Local Labour Force Survey 2000 indicates that 44% of economically active people aged 18 to retirement have achieved a Level 3 qualification (compared to 46% in England overall).  Across Greater Merseyside, the proportion of adults with a Level 3 or higher qualification varies from 36% in Halton to 47% in Liverpool and Sefton.  22% of people of working age have no qualifications (16% across England), compared to 14% of those who are economically active.






In 1999/00, 136,700 students were funded through further education, studying over 70 subjects at sub-programme level.  There are 16 organisations in Greater Merseyside delivering further education (FE) funded by Greater Merseyside LSC, of which there are 11 colleges, 2 Local Education Authorities (LEAs), 1 Higher Education Institution (HEI) and 2 institutions.  Of the colleges, 7 are general Further Education (FE) colleges and 4 are sixth form colleges.

There are 148 secondary schools in the area, including 39 special schools.  Of the 109 mainstream schools, 72 have their own sixth forms.  There are 33 faith schools providing 16-18 education.  Additionally, there are 17 special schools offering provision for 16 - 18 year old young people with learning and/or physical disabilities.  There are approximately 111,800 pupils studying in schools across Greater Merseyside of whom around 11,570 are aged 16 - 18 years.  

The work-based learning programme funded by Greater Merseyside LSC had more than 12,000 people in training in 2000/01.  The programme is currently delivered by around 100 providers, 7 of which are colleges.






































































Source: Mid-year Population Estimates, National Statistics






Source: DfES Statistical Bulletin, December 2001














Total all schools  	8,808	10,591	34,208	12,453	20,968	24,778	111,806
Source: Annual Schools’ Census (Form 7) 


Students at Greater Merseyside Institutions: 2000/01
Student age at 31/8/00	





Trainees in Work-Based Learning with Greater Merseyside Training Providers: 15/5/01
Age as at 15/5/01	
16 - 18 	7,275
19+	3,964
Source: GMLSC Management Information

Achievement at Age 16 Summary: 2001














Achievement at 18 Summary: 2001 











Source: School and College (Post-16) Performance Tables, DfES 

Note:	A/AS level points score:
	Grade			A	B	C	D	E
	GCE A level points	10	8	6	4	2	








Highest Qualification (Working Age): 2000








Source: Local Labour Force Survey, National Statistics

Notes: 
No qualifications	No formal qualifications held
Other qualifications	Includes foreign qualifications and some professional qualifications
Level 1 equivalent	e.g. fewer than 5 GCSEs A* - C, foundation GNVQ, NVQ 1 or equivalent
Level 2 equivalent	e.g. 5 or more GCSEs A* - C, intermediate GNVQ, NVQ 2 or equivalent
Level 3 equivalent	e.g. 2 or more A levels, advanced GNVQ, NVQ 3 or equivalent
Level 4 equivalent and above	e.g. HND, Degree and Higher Degree level qualifications or equivalent





Adult Achievement of Level 3: 1998/99 (thousands)














Adult Achievement of Level 4: 1998/99 (thousands)














Adult Qualification Achievement: 2000
Economically active persons of working age	Greater Merseyside	England
No qualifications	14	12
Level 1 or above 	86	88
Level 2 or above	63	63
Level 3 or above	44	46
Level 4 or above	24	27




Estimates of Population 16 - 60 with Poor Literacy Skills as a Percentage: 2001













Estimates of Population 16 - 60 with Poor Numeracy Skills as a Percentage: 2001













Key Future Skills Needs by Occupation
Occupational Area	Skills Needs Identified by Organisation 
Managers/Professional and Associate Professional & Technical Staff (36% of employees)	Advanced IT or software skills (16%)Customer handling skills (9%)Management skills (9%)None (32%)
Administrative & Secretarial Staff (16% of employees)	Advanced IT or software skills (23%)Basic computer literacy skills (14%)Customer handling skills (6%)None (39%)
Personal Service Occupations (9% of employees)	Customer handling skills (12%)Other technical and practical skills (8%) Team working skills (5%)None (58%)
Sales & Service Staff (14% of employees)	Customer handling skills (27%)Advanced IT or software skills (10%)Oral or verbal communication skills (7%)None (33%)
Skilled Trade, Operations & Elementary Staff (25% of employees)	Other technical and practical skills (13%) Customer handling skills (7%)Basic computer literacy skills (7%)None (55%)
Source: Greater Merseyside Employer Skills Survey 2001

Key Future Skills Needs by Industry
Occupational Area	Skills Needs Identified by Organisation
Manufacturing(17% of employment)	Basic computer literacy skills (18%)Other technical and practical skills (16%)Advanced IT or software skills (16%)None (33%)
Construction(7% of employment)	Advanced IT or software skills (34%)Other technical and practical skills (19%)Basic computer literacy skills (19%)None (22%)
Wholesale / Retail(18% of employment)	Customer handling skills (25%)Basic computer literacy skills (14%)Other technical and practical skills (12%)None (28%)
Transport & Communications (7% of employment)	Customer handling skills (17%)Advanced IT or software skills (16%)Oral or verbal communication skills (12%)None (45%)
Financial Services(13% of employment)	Advanced IT or software skills (27%)Customer handling skills (11%)Basic computer literacy skills (9%)None (31%)
Public Services(31% of employment)	Advanced IT or software skills (27%)Basic computer literacy skills (14%)Oral or verbal communication skills (13%)None (31%)
Other Services (6% of employees)	Advanced IT or software skills (18%)Management skills (17%)Customer handling skills (15%)None (32%)
Source: Greater Merseyside Employer Skills Survey 2001








I am delighted, as Chair of Greater Merseyside Learning and Skills Council, to present to you the Greater Merseyside Skills Assessment.  

The Learning and Skills Council has been set up with a clear remit to raise levels of skills and knowledge for all adults and young people to world class standards. This is to be done against a backdrop of an increasingly knowledge based, service sector economy, in which too many people are prevented from achieving their potential by a lack of basic skills, outdated knowledge, or simply a mistrust and dislike of ‘the learning system’ – a learning system that too often is inflexible and unresponsive to learners’ needs.

This report provides a comprehensive overview of current and developing skill issues in the Greater Merseyside labour market, and where possible, looks forward to identify likely future changes.  It is intended as a tool for all key partners to assess the local labour market.

The Assessment has been produced with the kind assistance of over 2,000 local organisations who participated in the recent Employer Skills Survey together with other partners.  Our sincere thanks are offered to all contributors for their continued co-operation and support.











Greater Merseyside remains an area facing enormous challenges to upskill its current and future workforce.  It is one of the UK’s most densely populated urban areas with 1.5 million people living in the six districts.  The resident labour force is around 910,000, of whom around 540,000 are in employment, 48,000 are self-employed and 320,000 are not employed.  Of those not in employment, around 40,000 are claiming unemployment benefit and 260,000 are economically inactive – a proportion far higher than for Great Britain overall.  

Employment has been growing over the past five years and now around 600,000 people are employed in Greater Merseyside businesses – with growing sectors in finance, retail and tourism.  The area has a large public sector, representing a much higher proportion of employment than that of Great Britain, with nearly four in ten employees working in this sector.  A lower proportion of the workforce is employed in manufacturing than elsewhere, but this still represents 104,000 people – food processing, chemicals and the automotive sector are particularly important.  Tourism is a considerable growth sector for the area.  It is estimated to generate around £604 million and support in excess of 21,800 jobs.  Call centres represent an important and growing sector.  Merseyside is the number one location for call centres in the UK.  

Greater Merseyside has 26,000 businesses registered for VAT, with a registration rate below that for the UK.  Compared to the national average, the area has fewer small firms and a higher proportion of large firms. 

Despite an improving employment situation, Greater Merseyside continues to suffer from high levels of unemployment.  Although the claimant count rate has been falling steadily for five years, at the end of 2001 it stood at 39,900 (6.2%), twice the average rate for the UK.  Other measures of unemployment indicate that the numbers of people affected are considerably higher.  The ILO unemployment rate, measured by the Labour Force Survey, is 8.6%.  The Index of Deprivation shows that there are 174,000 people who are employment deprived.

Of the 20,000 young people who leave school at Year 11 each year, 82% continue into further education and training.  The area has 136,700 students in further education, studying within 16 organisations funded by Greater Merseyside LSC.  This includes 11 colleges, 2 LEAs, 1 HEI and 2 institutions.  Of the colleges, 7 are general FE colleges and 4 are sixth form colleges. 






Section 1: Socio-Economic Context

1.1   Population














Like other older urban and industrial areas, all districts within Greater Merseyside have experienced a fall in population.  Over the period 1971 – 1991, the Census of Population indicates that Greater Merseyside lost a net 14.3% of its total population.  This trend has continued throughout the 1990s, as shown below.





The population decline within Greater Merseyside has been far more severe than in the rest of the North West, with a loss of 3.2% of the population between 1991 and 2000, whilst the North West population remained fairly static. 
 
The population figures for the six districts show that the rate of population decline varies across Greater Merseyside.  The largest decrease in population over 1991 – 2000 was experienced in Liverpool (-4.9%), and the smallest decrease was in St Helens (-1.0%).  Population decline can essentially be divided into natural change (number of live births compared to deaths) and the net result of migration/other changes.  Between 1991 and 2000, Sefton and Wirral experienced negative natural change with more deaths than live births.  In Sefton, there were 5,800 more deaths than live births, and in Wirral, 2,300.   






Between 1999 and 2000, the decline in the working age population (16 years to retirement age) has continued (-0.4%).  Approximately 61% of Greater Merseyside’s population is of working age.  Across the districts there is some variation.  58.5% of Sefton’s population is of working age (and 22.0% are over the age of retirement), whilst 62.5% of Halton’s population is of working age (and 15.3% over the age of retirement).










Figure 2: Population by Greater Merseyside Districts: 2000

Source: Mid Year Population Estimates, National Statistics






In total, the 1991 Census of Population showed that nearly 2% of residents of Greater Merseyside (27,000 people) have a non-white ethnic origin, compared to 6% of residents in Great Britain.
















Population Projections  

The 1996 based population projections from National Statistics suggest that by 2021 the population of Greater Merseyside will have fallen to 1,387,400.  

Figure 3: Population Projections by Age Band

Source: 1996 Based Population Projections by Age, National Statistics

These figures suggest that in 2001 there are around 194,100 young people aged 15-24 years, approximately 13% of the population.  By 2021, it is predicted that the number will fall to 167,400 (a decrease of 26,700 people), representing approximately 12% of the population at that time.

At the other end of the age scale, it is estimated that there are currently 314,200 adults over the age of 60, which is approximately 21% of the population in 2001.  By 2021, it is predicted that this number will rise to 356,600 (an increase of 42,400 people) and that the over sixties will make up more than a quarter of the population in Greater Merseyside.










Source: 1996 Based Population Projections, National Statistics


1.2   EMpLOYMENT in greater Merseyside organisations


Scope:559,300 people are employed in Greater Merseyside businesses.Largest sectors:Public administration, education and health (184,800)Distribution, hotels and restaurants (131,700)Manufacturing (81,800)Between 1995 and 1999, employment in Greater Merseyside grew from 504,800 to 559,300, a 10% growth.	Business and employment:It is estimated that there are 39,500 units, currently employing 559,300 people.This represents 2% of the Great Britain workforce.Liverpool (12,300), Sefton (9,300) and Wirral (7,900) have the highest number of business units.The average employees per unit is 14.  In Great Britain it is 12.Those units with 200+ employees tend to be concentrated in Liverpool and Wirral.Micro-enterprises are more prevalent in Sefton.
Workforce characteristics:Approximately two-thirds of the workforce is in full-time employment, although there is a gender difference.  This is slightly lower than national average (70%).53% of the workforce is female with employment being equally split between full-time and part-time.  The level of female employment is higher than national average (49%).Male employment is predominately full-time (approx 87%), mirroring the national average.	Concentrations of the workforce:Greater Merseyside accounts for 2% of employment in Great Britain.The Greater Merseyside workforce is distributed across the six districts as follows:Liverpool (37%)Wirral (19%)Sefton (17%)St Helens (10%)Halton (9%)Knowsley (8%)





	Greater Merseyside has a large public sector, representing a much higher proportion of employment than that for Great Britain, with nearly four in ten employees employed in this sector.

	Tourism is a considerable growth sector for the area.  It is estimated to generate around £604 million and support in excess of 21,800 jobs. (Source: Merseyside 2000 Visitor Survey).

	Call centres represent an important and growing sector.  Liverpool was rated as the number one location for call centres in the UK. (Source: Best Locations for Call Centres, Adecco Report, 2000).

	Although a lower proportion of the workforce is employed in manufacturing than elsewhere, this still represents 82,000 people.

Employment in Greater Merseyside businesses grew by around 10% between 1995 and 1999 to reach around 560,000.  Much of this growth came from the service sector, in particular hotels/restaurants, real estate activities and computing related activities.






Employment in Local Businesses
	Employment in Greater Merseyside has increased by 6.8% over the period 1991 - 1999.  Over the same period, employment nationally rose by 14.7%, and regionally by 10.8%.  

	1999 figures show that female employment is higher than male employment, making up 53.2% of the total Greater Merseyside employment.  This is a contrast with the North West as a whole, where 50.2% of employment is female.

	The extent of change in employment varies between districts, ranging from an increase in Sefton of 13.2% to a loss of 9.2% of Knowsley’s employment.  

	The employment structure also varies between districts.  Knowsley has the highest proportion of manufacturing employment at 32.8%, although retailing and education still provide sizeable employment opportunities.  Halton and St Helens also have relatively high levels of manufacturing employment, accounting for 23.9% and 21.7% of all local employment.  Liverpool, Sefton, and Wirral all have low levels of manufacturing employment at 9.0%, 7.6% and 16.4% respectively.  

	Full-time employment is the dominant employment type for most industries with around one-third of the Greater Merseyside workforce being employed on a part-time basis (Great Britain 30%).  The only exception is the hotels and restaurants sector where 49% of employees are part-time.  

	Sectors with higher concentrations (well over 50%) of female employment tend to also have higher levels of part-time employment.  Within the retailing, hotels and restaurants, education, health and social work, and other community and personal/social services activities sectors, more than 40% of employment is part-time.

	The distribution of employment is different for males and females.  Male employment is slightly more evenly distributed between different sectors, with manufacturing still the key sector for male employment.  Female employment is concentrated in the public sector, with the distribution and retailing sector also being important.

	In Greater Merseyside, male employment is predominantly full-time, with only 12.5% working on a part-time basis.  Amongst females, the full and part-time proportions are more evenly matched (50.4% to 49.6% respectively).  Male full-time employment decreased slightly from 1991 to 1999, whilst there has been a substantial increase in part-time employment, particularly for males. 

	Given the differing industry profiles of each of the districts within Greater Merseyside, the respective proportions of female employment can also be expected to vary.  Knowsley has low levels of female employment, at only 43.0% in 1999, whilst Sefton in contrast has a comparatively high level of female employment, making up some 57.9% of all employment in the district.

	Based on these levels of female employment, these two areas also have the highest and lowest levels of part-time employment.  35.8% of employment in Sefton is part-time, as is only 25.7% of Knowsley’s employment.


Employment of Local Residents

Economic activity rates in Greater Merseyside are lower than the regional and national averages.  Knowsley and Liverpool both have economic activity rates below 70%.  The highest district level of economic activity is Wirral where 75.3% of the working age population are either in employment or have been actively seeking employment in the previous four weeks.  The economic activity rate across Greater Merseyside is 71.2% compared to the Great Britain average of 78.6%.

Table 4 below illustrates economic activity across the Greater Merseyside area.

Table 4: Labour Force Survey: Economic Activity
Data relating to the period March 2000 to February 2001










Source: Local Labour Force Survey, National Statistics
* Working Age Population – 16 years to 59 (F) / 64 (M) years

Notes: 	Economically active: Those who are either in employment or ILO unemployed.  
Economic activity rate: The number of people who are in employment or unemployed expressed as a percentage of the relevant population.  
ILO unemployed:  Covers those who are not in employment, want a job, have actively sought work in the previous 4 weeks and are available to work within the next fortnight; or out of work and have accepted a job which they are waiting to start in the next fortnight.
ILO unemployment rate:  The number of ILO unemployed people expressed as a percentage of the relevant population.
Employment: People aged 16 or over are classed as in employment (as an employee or self-employed) by the LFS, if they have done at least one hour of paid work in the week prior to their LFS interview or if they have a job that they are temporarily away from.  People who do unpaid work in the family business and people on Government Supported Training (GST) and employment programmes are also included according to ILO convention.
Employment rate:  The number of people in employment expressed as a percentage of the relevant population.


553,000 residents are in employment (10,000 of whom are over the age of retirement) and an additional 51,000 are self-employed (3,000 of whom are over the age of retirement).  The proportion of people self-employed is below the national average.

The chart below shows the distribution of this employment by industry sector, in comparison with the North West and Great Britain.  Compared to the North West and Great Britain, Greater Merseyside has comparatively less employment in manufacturing and comparatively more in public administration.  

Figure 4: Employment by Industry: 2000





The key occupations are clerical, managerial and personal and protective, very much reflecting the industrial structure.  The occupational profile of Greater Merseyside is very similar to that of the North West as a whole, the key differences being an under-representation of managers and administrators and an over-representation of personal and protective occupations.

Figure 5: Employment by Occupation: 2000
Source: Local Labour Force Survey, National Statistics


As Table 5 below shows, the proportion of managers/administrators in Greater Merseyside is lower than Great Britain.  There are also higher levels in personal and protective services, selling and plant and machinery.  






Associate professional & technical occupations	64,000	11	11
Clerical occupations	95,000	16	15
Craft & related occupations	67,000	11	12
Personal & protective occupations	77,000	13	11
Selling occupations	51,000	8	8
Plant & machine operators	55,000	9	9
Other occupations	45,000	8	8
Source: Local Labour Force Survey, National Statistics

The change in occupations over time in Greater Merseyside reflects national trends, with growth in managerial and professional occupations, and decline in the unskilled and manual occupations.

Self-Employment
	The Labour Force Survey estimates that there are 51,000 people who are self-employed in Greater Merseyside, accounting for 8.3% of the 16+ population who are in employment.  Self-employment is low in Greater Merseyside.  The comparative figures for the North West (10.2%) and Great Britain (11.4%) are both higher.







The unemployment rate in Greater Merseyside is higher than the regional and national average.  At the end of 2001, it stood at 6.2% (39,900 claimants), compared to a North West average of 3.6% and 3.1% across Great Britain.  











Figure 6: Unemployment Rates: January 1996 – December 2001
Source: National Statistics (NOMIS)

There is significant variation across the six districts.  Knowsley continues to have the highest claimant rate at 9.0% (17.4% in January 1996), whilst the lowest is Halton at 4.8% (10.2% in January 1996).  Wirral and St Helens experienced the greatest percentage decrease in claimants over the five year period.


Unemployment: The Situation at December 2001

There are significant differences between male and female unemployment claimant rates.  The Greater Merseyside male claimant rate is 9.4% compared to 4.4% for Great Britain.  Across the districts, this ranges from Knowsley (11.9%) and Liverpool (10.6%) to Halton (6.6%).  The female claimant rate (2.7%) is also higher than for Great Britain (1.6%), with Knowsley’s rate (4.8%) being three times the national average.

Youth unemployment is particularly significant in Halton and Knowsley, where 31.8% and 30.5% of claimants are aged under 25 respectively; compared to an average of 25.8% in Great Britain.  Greater Merseyside has slightly lower than the North West average level of youth unemployment with 28.3% compared to 29.1% of claimants aged under 25 years.   The actual number of claimants aged under 25 years has fallen from 26,277 in January 1996 to 11,206 in December 2001, representing a decrease of 57%.  Nationally, there has been a 61% decrease.

People are unemployed for longer in Greater Merseyside than in Great Britain.  In Greater Merseyside, 23.4% of claimants have been claiming benefits for more than one year, compared to 17.5% of claimants in Great Britain, and more significantly, 26.8% of Liverpool and 26.1% of Knowsley claimants.  Only Halton (17.1%) has lower than the regional and national averages.  The actual number of long-term claimants has fallen from 34,842 in January 1996 to 9,236 in December 2001, representing a decrease of 73%.  Nationally, there has been a 79% decrease.

The proportion of males who have been unemployed for more than one year is 25.1% in Greater Merseyside, compared to 18.9% of claimants in Great Britain.  Wirral (19.1%) and Halton (18.3%) are the only districts to have lower proportions of male long-term claimants than the national average.  The problem of long-term male unemployment is greatest in Liverpool (28.7%) and Knowsley (28.3%).


1.3   BUSINESS AND ECONOMY

The area has a history of innovation and entrepreneurial skill that helped to shape the world in the nineteenth and twentieth centuries.  However, Greater Merseyside has suffered disproportionately from post-war economic changes and by the 1990s had been designated as a region seriously affected by industrial decline.  The area has deep-seated problems which are reflected in the massive losses of population, in particular from Liverpool.  However, there are signs that the severe decline experienced in the 1980s has slowed.  There is growing evidence that the economy is gathering strength.  There is a rise in city centre living and increasing levels of employment across the area.

Gross Domestic Product (GDP)

Merseyside is currently in its second round of Objective One funding from Europe.  Between 2000 and 2006, some £844 million of funds will flow from Europe.  Objective One is part of a European Union programme providing extra finance to those regions that compare unfavourably with the Union’s average level of prosperity.  Support principally comes from the European Regional Development Fund (ERDF) – funding capital expenditure on infrastructure, revenue and business support – and the European Social Fund (ESF) – for revenue costs, mainly training and job support measures. 

Based on today’s prices Merseyside’s GDP has grown by 18.9% between 1993 and 1998, but has decreased on a £ per head index basis (from 75 to 70).

Table 6: GDP in Merseyside







Note – this excludes data for Halton
(Source: GDP by NUTS level 2 area at current prices: ONS: North West In Figures, Summer 2001)


Objective Two covers areas that are adjusting to changes in their industrial and service sectors, rural areas in decline, urban areas in difficulties, and economically depressed areas that depend heavily on fisheries.  Areas of Halton qualify for Objective Two funding as a result of being in structural decline.  This European Union Programme of Structural Funding for all Objective Two areas is allocated on a ward basis.





Why is Greater Merseyside’s GDP So Low?

An adapted income approach to GDP analysis (Figure 7) reveals that Greater Merseyside is underperforming against almost every economic indicator.  
































Based on the New Earnings Survey 2000, it is estimated that in Greater Merseyside the average hourly earnings including overtime is £9.80.  The UK average is £10.30.  Given these figures, it suggests that average earnings in the area are 95% of the UK average.


Business Registrations and De-Registrations

VAT registrations and de-registrations are an indicator of the level of entrepreneurship and the health of the business population.  Many factors influence the pattern of business start-ups.  Among the most important are economic growth (encouraging new ventures and creating demand for business and personal services), the level of industrial restructuring and contracting out, and the stock of people in management or small business experience.

As can be seen from Table 7, Greater Merseyside has a lower level of VAT registrations than the UK average.  Greater Merseyside registrations equate to 12.8% of business stock, while the UK average is 10.8%.  VAT de-registrations are also lower than the national average. 

Table 7: VAT Registrations and De-registration: 1999 - 2000










Registration and de-registration rates = the number of registrations and de-registrations during the year per 10,000 adult population. 
Source: Small Business Service

Business survival rates for VAT registered companies suggests that a higher proportion of Greater Merseyside businesses survive their first year than the UK average (90.9% compared to 90.1%), with 63% of businesses surviving three years.


Business Stock Per Capita

There are approximately 217 firms per 10,000 adult population across Greater Merseyside.  The highest level of stock per capita is in Sefton (309 units per 10,000 adult population), whilst the lowest is in Knowsley with only 146.  The UK average is 350 firms per 10,000 adult population.  If Greater Merseyside were to have a similar stock per capita level then there would be an additional 16,061 firms.   

Table 8: Business Stock, By Capita: 2000















Gross Value Added (GVA)






The NWDA 2020 Regional Strategy identified fourteen sectors in the North West of established or emerging economic importance.  Following further research, Greater Merseyside Enterprise (GME) has decided to take a wide view of the number of sectors to prioritise, focusing on all fourteen, plus the port related and construction sectors. 


Growth Sector Selection	Targeted byGME	Targeted by theNWDA
1. Environmental technologies	*	*
2. Life sciences	*	*
3. Medical equipment and technology	*	*
4. Financial & professional services	*	*
5. Tourism/culture	*	*
6. ICT/New Media	*	*




11. Mechanical & other engineering	*	*
12. Energy	*	*
13. Automotive	*	*
14. Food and drink	*	*
15. Port and port related	*	
16. Construction	*	

GMLSC, in line with national policy on the role of Sector Skills Councils and key local strategies - a sectoral approach to skills development, is working with all sectors that are important to the local economy.  In doing this, it recognises that many companies straddle more than one sector, and that all sectors of the local economy need to be supported to engage more in workforce development.

In its recently published Action Plan for Greater Merseyside, The Mersey Partnership (TMP) identified the following sectors as being critical to the future prosperity of the sub-region:

	Biotechnology/life sciences




	ICT and new media





Overall, employment in the North West is expected to grow by 0.5% per year to 2010 to reach 3.13 million.  This is somewhat below the 0.7% forecast for the UK.  Like the UK, the growing employment sectors are in the services and manufacturing employment is expected to continue to fall.

In ‘The Right Angle on Skills’, the NWDA predicts that the industrial sectors that will require the greatest skills uplift will be:

	For jobs forecast to be filled by males: clothing, electronics, construction, textiles, paper, printing and publishing, basic metals and metal goods, motor vehicles and aerospace.
	For jobs forecast to be filled by females: textiles, clothing, other manufacturing, paper, printing and publishing, chemicals, construction and motor vehicles.

The challenge is to ensure that with the move away from the traditional sectors that the workforce has the skills which businesses in each sector require, reflecting the gender pattern forecast.

The Mersey Partnership has identified the following growth trends in its target sectors:

	Biotechnology
MerseyBIO has been established to harness the innovation potential on Merseyside to create high growth start-ups and a thriving Bio-Technology industry in the sub-region.  The new Bio-Science Centre, housing a business Incubator, will be established by August 2002.

	The Port and Related Maritime Industries
Approximately one quarter of the North West region’s imports and exports are captured by the port – some 30 million tonnes/units of goods per annum.  This includes 20% of UK-US container traffic, and 30% of Irish unitised traffic.  The role of the port in animating regional prosperity is therefore highly significant.  

Projected growth in port volumes is strong, fuelled by investment in two new river berths aimed at enhancing the Port’s competitiveness in the Irish Sea roll-on/roll-off (RoRo) ferry business.

	Construction
In the next few years the sub-region will experience what can only be described as a boom in construction and related maintenance work.  The current sector reports show modest but accelerating growth for Merseyside.  However, the Construction Industry Training Board (CITB) is forecasting that the number employed in the industry will rise by 7,000 by 2004.  Given the capital programme ahead in the sub-region, it is anticipated that it could account for as many as 4,000 of this forecast. 

Considerable investment by the public sector is planned.  Further information on major developments impacting on the future of the construction industry can be found page 50.

	Tourism
Tourism is a substantial contributor to wealth and employment in the sub-region.  It currently supports an estimated 21,800 jobs in Merseyside (some 4.5% of total employment in the region), contributes visitor spending of around £604m per annum, and provides in the region of 2.3% of the total sub-regional GDP.  It has the capacity to grow particularly given the unique opportunities provided by the Mersey Waterfront, together with its sporting and resort attractions.  

	ICT and New Media
The sub-region has an important emerging cluster of activity in digital content and related creative and media activities related sectors.  The city has creatively combined skills in art, multimedia and computer science in a manner that has been noted nationally. 

A digital content led science park has been put forward as a priority project.  JMU is looking to create a centre of excellence in digital content research and production which will embrace the International Centre for Digital Content an ‘attractor’.  The core activities will be course provision, research and production, and business and community partnerships.  The centre will work with individuals and businesses in the region to foster entrepreneurial activities and position Merseyside at the heart of the digital content industry.  
There is also an opportunity to grow the digital film and television industry with state of the art editing and post-production facilities along with the related tourism potential.





1.4   EQUAL OPPORTUNITY AND SOCIAL INCLUSION ISSUES





	Greater Merseyside has a higher proportion of the population aged 15 – 24 compared to Great Britain, and a higher proportion of these are young men.

	The economic activity rate for those aged over 50 is lower than for Great Britain  (28% compared to 36% in Great Britain).

	Greater Merseyside has a larger proportion than the national average aged 50 –  59 are claiming Incapacity Benefit (38,840).





	Greater Merseyside economic participation rates remain below the national average, but those for women is especially low.

	Greater Merseyside has a higher proportion of men aged 15 – 24 than for Great Britain overall.

	Greater Merseyside has double the UK male unemployment rate. 31,800 men are registered as unemployed.

	The gender breakdown of students and trainees in the Greater Merseyside area is shown in Table 9.

Table 9: Gender Breakdown of Students and Trainees in Greater Merseyside 
	Male (%)	Female (%)
Students at Greater Merseyside institutions aged 16 - 18	51	49
Students at Greater Merseyside institutions aged 19+	40	60
Work-based learning trainees at GM training providers aged 16 - 18	58	42
Work-based learning trainees at GM training providers aged 19 - 24	42	58
Source: Work-based learning trainees as at 15/5/01, Greater Merseyside LSC institution student figures 2000/01 (ISR20)

	
	23.3% of males of working age are economically inactive in the Greater Merseyside area compared to 34.8% of females.

	68.5% of males of working age in the Greater Merseyside area are in employment, compared to 61.4% of females.
	ILO unemployment stands at 10.7% of males of working age in the Greater Merseyside area compared to 5.9% of females.






At the time of the 1991 Census of Population, people from ethnic minorities made up 6% of the total UK population.  In Greater Merseyside, it was only 2%, amounting to some 27,000 people.  Based on the Labour Force Survey, current estimates are that between 1991 and 1997, the ethnic population in Merseyside grew by some 12%, whilst over that same period the white population is estimated to have decreased.  Local data on the nature and size of the ethnic population is difficult to obtain although it is possible to identify Merseyside’s three biggest communities for whom English is a second language (Chinese, Arabic and Somali).  Liverpool has the main concentrations of these groups.  Additionally, there is a significant Gujerati speaking community in Wirral.  

Work undertaken by the Centre for Research in Ethnic Relations at the University of Warwick analysed 1991 Census data.  This showed that ethnic minorities had an unemployment rate twice that of the white population and that unemployment was particularly high amongst black populations.  Economic activity rates also tended to be much lower.

There are marked differences between the economic activity and employment patterns of different ethnic groups in the UK.  Both men and women from ethnic minority groups are less likely to be economically active than those in the white group.  Although women in general are less likely to be economically active than men, within some ethnic groups female activity rates are as low as 20%.

It is notable that both participation and attainment in education is higher amongst ethnic minorities than the white population, although this of course varies between different ethnic minority groups.  This is discussed in greater depth in section 3.

However, evidence suggests that many people from ethnic minority groups are disadvantaged in the labour market.  For example, people belonging to an ethnic minority group are less likely to be in managerial positions than white people, although to some extent this is linked to the younger age profiles of many ethnic minority groups.  In addition, ethnic minority groups are disproportionately affected by unemployment, all groups have higher unemployment rates than the white population.  The average pay levels of ethnic minority groups are lower than the white group, and the higher levels of income support and council tax benefits paid to ethnic minority households.  

Ethnic minority groups have lower levels of limiting long-term illness than the white population as can be seen from Table 10.






Source: Census of Population, National Statistics

Spotlight on the Educational Qualifications of Those from Minority Ethnic Groups:

Educational qualifications have an important influence on labour market status and career progression.  Recent Labour Force Survey data suggests that among ethnic minority males, two-fifths of Black African men had higher qualifications (i.e. above A level) compared with only one in ten Bangladeshi men.  Above average proportions of Indian and Chinese men also had higher qualifications, whilst the figure for white men was almost the same as the overall average for ethnic minority men at 23%.  Conversely, a higher percentage of Pakistani/Bangladeshi men (31%) had no qualifications compared with 14% of white men and only 9% of black African men.

Chinese and Black African women were the most likely to have a higher qualification (30% and 25% respectively).  For women in most other ethnic groups, the average was around 20% for possessing such a qualification.  The exception was  Pakistani/Bangladeshi women, only 9% of whom possessed a higher qualification, and around 40% had no qualifications.  

Overall, ethnic minority men were more likely to have a higher qualification than ethnic minority women.  For example, 40% of Black African men had higher qualifications compared with only 25% of Black African women.  However, this tendency was reversed for the Black Caribbean and Chinese groups, where a higher proportion of women had higher qualifications.






Very little information exists on the size of the disabled population in Greater Merseyside. 

	The Local Labour Force Survey 2000 suggests that 23% of adults of working age in Merseyside are affected by some form of disability, approximately 209,000 of the 916,000 people within this age group.  Nationally, the figure is around 19%.

	Work undertaken by Merseyside Disability Federation suggests that there are 332,000 people in Merseyside who were disabled within the definition of the Disability Discrimination Act (23% of the of the 1999 estimated Merseyside excluding Halton population)

	The Census of Population (1991) indicated that around 15% (226,800 overall) of the Greater Merseyside population defined themselves as having a limiting long-term illness, compared to a national average of 12%.  Of these, 107,900 (12%) were of working age (16 – 64M/59F), compared to 8% nationally.  In the total population, the indication is that more women than men had a limiting long-term illness, although in the 16 – 59 age group there were more men than women.  These figures are affected by the longer life expectancy of women. 


Table 11: Greater Merseyside ‘Limiting Long-Term Illness’ by Age: 1991
	Male	Female	Total
0 – 15	5,384	4,103	9,487
16 – 59 	47,730	44,046	91,776
60+	54,656	70,935	125,591
All ages	107,770	119,084	226,854
Source: Census of Population, National Statistics
	Government figures suggest that the prevalence level for learning disabilities is 3 – 5 per 1000 population.  On this basis, it can be estimated that there are between 4,600 and 7,600 people in Greater Merseyside with learning difficulties.

The tables below consider the number of people in each district who claim Disability Living Allowance, Severe Disability Allowance and Incapacity Benefit.  The figures are included to show the extent to which disability affects people in the sub-region.  In all cases, Greater Merseyside has a higher proportion receiving benefits than for the UK overall.

The Disability Living Allowance (DLA) provides financial help for the care and mobility needs of disabled people who claim before their 65th birthday.  DLA consists of two components:

o	The care component: for people who need help with personal care; 
o	The mobility component: for people who need help with getting around.

For those over the age of 65 years, the Attendance Allowance can be awarded.

Table 12 illustrates the number of people in receipt of DLA across Greater Merseyside:

Table 12: Disability Living Allowance Claimants: May 1999








Source: Neighbourhood Statistics, National Statistics

Nearly 7% of residents in Greater Merseyside claim DLA compared to 3% in Great Britain. 






Table 13: Severe Disability Allowance Claimants: August 1999








Source: Neighbourhood Statistics, National Statistics

Approximately 1% of residents in Greater Merseyside are in receipt of Severe Disability Allowance, compared to 0.7% in Great Britain.

Incapacity Benefit entitlement is based upon having paid National Insurance contributions and being incapable of work as a result of sickness or disability for at least four consecutive days, or have been incapable of work and have been sick for more than 28 weeks.  Additional rules apply to those under 20 (25 years for those who have been in education or training).  The benefit is paid at different rates depending upon the length of incapacity and other factors.  Those with the highest rate care component of DLA or who are terminally ill, are entitled to incapacity benefit at the long-term rate after 28 weeks of sickness.

Table 14: Incapacity Benefit Claimants: August 1999
	Claimants	Claimants Aged:	Gender








Source: Neighbourhood Statistics, National Statistics

Nearly 8% of residents in Greater Merseyside claim Incapacity Benefit compared to 4% in Great Britain.

Information relating to the nature of the disability is limited and tends to be based on self-declaration.  For example, local authorities are obliged to maintain disability registration records including those for the blind, partially sighted, deaf and hard of hearing, the results of which are summarised in Table 15 (page 23).  





Table 15: Disability Registrations in Greater Merseyside*





Registered Hard of Hearing	9,778	2,024	21
Source: Department of Health, 2000/01





The Labour Force Survey in Autumn 1999 reported that:
	Disabled people account for nearly a fifth of the working-age population in Great Britain, but for only about one eighth of all in employment.  There are over 6.5 million people with a current long-term disability or health problem which has a substantial adverse impact on their day-to-day activities or limits the work they can do. 
	The level of disability increases with age: only 12% of those aged 20 - 29 years have a current long-term disability or health problem compared with 31% of those aged 50 - 59 years. 
	Disabled people are over six times as likely as non-disabled people to be out of work and claiming benefits.  There are over 2.6 million disabled people out of work and on benefits: over a million of them want to work.  However, many would not be able to start work straightaway, mainly due to health reasons.  They are also more likely to receive in-work benefits. 
	Disabled people are more than twice as likely as non-disabled people to have no qualifications. 
	Disabled people are only half as likely as non-disabled people to be in employment. There are currently around 3.1 million disabled people in employment; they make up 12% of all people in employment.  When employed, they are more likely to work part-time or be self-employed. 
	Employment rates vary greatly between types of disability.  Some types of disability are associated with relatively high employment rates (such as diabetes, skin conditions and hearing problems) while other groups (such as those with mental illness and learning disabilities) have much lower employment rates.  Around three-quarters of those with mental illness and two-thirds of those with learning difficulties are out of work and on state benefits. 
	Nationally, ILO unemployment rates for long-term disabled people are nearly twice as high as those for non-disabled people, 10.5% compared with 5.3%.  Their likelihood to be long-term unemployed is also higher: 36% of unemployed disabled people have been unemployed for a year or more compared with 26% of non-disabled unemployed. 

A 1998 survey, ‘Employment of Disabled People: Assessing the Extent of Participation’, showed that disabled people have in general lower levels of qualifications than their non-disabled counterparts in the working age population.  The survey also suggested a strong association between qualification levels and whether a disabled person is economically active.  The economically inactive have generally left full-time education earlier and have obtained fewer qualifications that the economically active, emphasising the importance of education and training to the participation of disabled people in the labour market.


























The Index of Deprivation is the most comprehensive source of ward level information that is comparable across England.  Scores are given for each of the 8,414 wards in the country and a national rank is also assigned.  The most deprived ward for each index is given a rank of 1, and the least deprived ward is given a rank of 8,414.

The Index of Deprivation 2000 is made up of:
	Six ‘domain’ indices at ward level (income, employment, health deprivation and disability, education skills and training, housing and geographical access to services).
	An overall ward level Index of Multiple Deprivation 2000.
	A supplementary Child Poverty ward level index.
	Six summaries at the local authority district level of the overall Index of Multiple Deprivation 2000.







Six wards in Greater Merseyside (two in Knowsley, three in Liverpool and one in Wirral) are amongst the top ten most deprived wards in the country in terms of income deprivation.  In addition, 90% of Greater Merseyside wards are amongst the top 50% most income deprived.

	Employment
The six most employment deprived wards in the country are all within Greater Merseyside.  Only one ward within Greater Merseyside, Birchfield in Halton, is not in the top 50% most employment deprived wards. 

	Health Deprivation and Disability
Four wards within Greater Merseyside are among the top ten most health deprived wards in the country.  Only two wards out of the 139 in Greater Merseyside are below the median of wards in the country.

	Education, Skills and Training
Greater Merseyside wards fair better in this domain compared to the rest of the country than in other domains.  Only one ward, Speke in Liverpool, ranks in the top ten most deprived wards and 29% of wards are below the median for the country.

	Housing
The most housing deprived ward in Greater Merseyside is Princess in Knowsley which ranks as 278 in the country.  32% of wards are below the median for the country.

	Geographical Access to Services
All wards in Liverpool rank below the median in the country.  Within Greater Merseyside, the most deprived and least deprived wards (Daresbury and Appleton respectively) in terms of access to services were both within Halton. 

District Level Indicators
Six summary measures of the overall Index of Multiple Deprivation 2000 have been produced at district level which describe differences between districts.  The six measures have been devised to take into account the varying population size, ‘mix’ or variation of deprivation levels across the district and where there are severe pockets.  No single summary measure is favoured over another, as there is no single best way of describing or comparing districts.

	Local Concentration
The population weighted average of the ranks of a district’s most deprived wards that contain exactly 10% of the district’s population.

Table 16: Local Concentration Rankings: 2000







Source: Index of Deprivation, DETR

Local concentration is an important way of identifying districts’ ‘hot spots’ of deprivation. Significantly, three districts in Greater Merseyside appear in the top ten rankings. 

	Local Extent
The proportion of a district’s population living in the wards that rank within the most deprived 10% of wards in England.

Table 17: Local Extent Rankings: 2000







Source: Index of Deprivation, DETR

All six districts in Greater Merseyside have wards that fall within the top 10 percent of the most deprived wards in England, hence have scores for local extent.  Again, Liverpool and Knowsley are ranked highly.

	Scale (two measures)
Income scale is the number of people who are income deprived, and employment scale is the number of people who are employment deprived.

Table 18: Employment Deprivation: 2000







Source: Index of Deprivation, DETR

Table 19: Income Deprivation: 2000







Source: Index of Deprivation, DETR





There are two further ways of describing districts using all of the wards:

	Average of ward ranks
Population weighted average of the combined ranks for the wards in a district.  

Table 20: Greater Merseyside Average Ward Ranks: 2000







Source: Index of Deprivation, DETR

	Average of Ward Scores
Population weighted average of the combined scores for the wards in a district.

Table 21: Greater Merseyside Average Ward Scores: 2000







Source: Index of Deprivation, DETR

The ward averages reveal that Halton, Knowsley and Liverpool are the most deprived districts of Greater Merseyside appearing within the top twenty most deprived districts in England.


Small Area (Pathways) Data Analysis

Throughout this report, reference has been made to the differences between the districts of Greater Merseyside.  There are of course also differences within districts, and particular geographical areas can be defined as areas of multiple disadvantage.  As part of the original Objective One programme, 38 ‘Pathways’ areas were identified in Merseyside.  These areas were selected on the basis of a combination of demographic and socio-economic factors.  






1.5   Other Disadvantaged Groups

In addition to demographic factors and deprivation, there are others with specific disadvantages who are at risk of exclusion from mainstream society.  These include:





	refugees and asylum seekers
	people for who English is a second language

Such groups tend to suffer as a result of additional barriers which limit their participation in the labour market. 


Those with Drug and Alcohol Problems

It is common for companies to have some sort of policy concerned with the consumption of alcohol and drugs use.  This is particularly relevant in cases where it is necessary to drive, operate heavy machinery or where there is the possibility of endangering colleagues or members of the public while under the influence.  Some companies are starting to introduce random drug and alcohol testing, e.g. the railways, with failure leading to dismissal.
  
Information on substance misuse including alcohol, tobacco, volatile substance, including drugs is patchy.  In September 2000, Wirral Drug Action team published a needs assessment for young people’s substance use services on the Wirral.  Included in that survey was a reference to the extent of drug misuse.  

Between 30% and 50% of young people have used, or will use, an illicit drug before the age of 18.  Literature suggests that between 1% and 3% of young people have used or will use the drugs with the highest level of associated problems, heroin and crack cocaine, by the age of 18.  Young people do not actively seek the use of drug advisory services.

Source: Connexions Tracking Pilot







Surveys of those in prison and on probation suggest that, as a group, ex-offenders face a disproportionate number of difficulties that disadvantage them in the labour market. These barriers include lack of qualifications and training, homelessness, high rates of unemployment, alcohol/drug problems and mental health problems.  In common with many other disadvantaged groups, ex-offenders also tend to have poor basic skills and low self-esteem, compounded by a lack of recent work experience.  The impact of these barriers is borne out by the fact that ex-offenders are substantially more likely to remain unemployed in the long term: approximately 60% of people under the supervision of the Probation Services are unemployed.

The figures need to be treated carefully.  The figures are the last published by National Statistics and are not time series related.  No account is taken for different crime clear up and successful prosecution rates or differences in cautioning policies between police authorities in different parts of the country which would affect the figures.  A number of main points can be identified. 

Proportionally more young people commit crimes than people older than 18 years. However, there are no great variances between the regional and national figures. Proportionally more males than females offend, but again, the pattern regionally and nationally is similar. 

In any year, there are estimated to be in excess of 5,000 13 – 17 year olds who had committed an offence.

Source: Connexions Tracking Pilot

Drug offences amongst males, particularly young males, are significantly higher than elsewhere in the region and nationally.  Burglary, theft and robbery make up a significant proportion of the total number of offences but the pattern is similar regionally and nationally. 






Although we have little contemporary data on the extent of single parenthood in Merseyside, it is likely that there are still proportionately more lone parents here than the national average, as there was in 1991.  There were 32,000 ‘lone’ parents in Merseyside in 1991.  Over 30,000 of them were women, and around 6,500 were aged 16 – 24.  Two-thirds (20,000) of the women were economically inactive.  Two-thirds had pre-school age children. 





Table 22: Reasons Mothers Did Not Undertake Paid Work
	%
Enjoy spending time with children	68
Better for children	66
Could not put child first if I had a job	49
Suitable childcare too costly	46
Cannot find work with suitable hours	39
Would feel guilty	35
Cannot find sort of childcare I want	34
Too difficult to combine work with childcare	34
Need retraining	29
Cannot find work locally	28
Partner would not want me to work	12
Source: Cabinet Office

It indicates that there are a range of complex reasons why mothers do not undertake paid work – not all of which can be overcome by agency activity.  Nearly a half thought that childcare was too costly, and a third could not find the childcare they wanted.  Other reasons related to the availability and flexibility of work or issues around training.

A number of different factors combine to disadvantage single parents in the labour market.  Key is the need to care for children, particularly when young, and the inhibiting cost of childcare.  The access to additional benefits available to single parents means that it may not be economically advantageous for single parents to work, particularly because many working single mothers have low-paid jobs.
 
National analysis of the Labour Force Survey shows that 47% of lone mothers are economically inactive, and a further 9% are unemployed.  There is strong evidence that qualifications are the key determinant of economic activity amongst single mothers, not the parental status.  Part of the reason for lower economic activity amongst lone parents therefore is simply that they have lower qualifications, and would be less likely to work whatever their parental status.









Most homeless people are unemployed, and once without a home it becomes very difficult to get a job.  Many people find themselves trapped in a cycle that if they cannot get a home, they cannot find a job, and if they cannot find a job, they cannot get a home. Qualification levels tend to be low amongst the homeless, and a large proportion of homeless people leave full-time education before the end of compulsory education.

The data is likely to under-represent the true scale of the homeless problem with an unknown number of households and people unrecorded or hidden from official statistics. Research by Shelter suggests that ethnic minorities are over-represented within the total number.  A recent trend has been for more homelessness to be linked to mental illness within the household.  Shelter suggests that in 1997 24,750 households in the North West and Merseyside were accepted as homeless by local authorities, with just over half of these in priority need. 

At a local level, Shelter has data for young people's homelessness for 1998 when 3,052 young people sought help from local agencies.  Of these, 40% were under 18 years old; 95% identified themselves as white British, 4% as black British; 55% were single males, 32% were single females.  There were relatively few young couples or households.  The majority of young homeless people were living on or below state benefit levels.

Table 23: Homeless in Greater Merseyside: 2001
	Number of households (1998 mid-year estimate 000s)	Decisions made during the year	Households accommodated by the authority at the end of the year
		Accepted as being homeless and in priority need 	Eligible, homeless and in priority need but intentionally so	Eligible, homeless but not in priority need	Eligible but not homeless	Total decisions	Bed and Breakfast	Hostels (including womens refuges)	LA/HA stock	Private sector leased	Others













Refugees, Asylum Seekers and Those for Whom English is a Second Language

The problems affecting refugees, asylum seekers and those for whom English is a second language are multi-faceted and can vary from individual to individual.  Data for these groups is difficult to obtain.

	Refugees and Asylum Seekers 

Recent research by Personnel Today and the Refugee Council suggests that the willingness of employers to employ refugees to fill their skills gap is being undermined by government red tape with seven out of ten employers surveyed fearing that they might be breaking the law by employing a refugee.

Separate research by the Refugee Council found that most refugees are well-qualified and keen to work, with 27.5% having a university degree.  Despite this, more than 60% of refugees and asylum seekers have been unemployed for between six months and three years while a further 25% remain unemployed for more than three years.  A significant issue is the conversion of overseas qualifications to their UK equivalents.
  
In July 2001, there were 2,167 asylum seekers in Greater Merseyside who were either a fresh application or appealing against an unsuccessful one.  

There are estimated to be 100 people with refugee status in the area.  Liverpool has the largest number at 71.

It is hard to make predictions as to future numbers given that these are dependent on world events.  This tends to lead to peaks and troughs, rather than any particular pattern.

	People for Whom English is a Second Language  

Data for this group is difficult to obtain.  At present, it is safest to identify Merseyside's three biggest groups for whom English is a second language as the Chinese, Arabic and Somali communities.  Liverpool has the main concentration of these groups and the City Council provides a translation service (which provided this information) for its printed material for these and other people speaking Hindi, Bengali, Sylheti, Punjabi and Urdu.  In addition, people with Asian racial origins who speak Gujerati form a significant community in Wirral.






Section 2 – Demand for Skills 

2.1   Raising skill levels for national competitiveness

As discussed in the previous section, measures of the local economy indicate that Greater Merseyside is performing poorly relative to the rest of the UK.  GDP per head is 70% of that for the UK overall.  This poor performance is reflected in much of the area being in receipt of Objective One status.
 
Greater Merseyside has 26,000 businesses registered for VAT, with a registration rate considerably below that for the UK.

Greater Merseyside has a big company culture with a lower proportion than average number of firms with fewer than 10 employees and a higher proportion of firms employing 100 or more.

Compared to Great Britain, the area has a lower proportion of the workforce in manufacturing and private sector services and a higher proportion in the public services.

Success in improving the competitiveness of Greater Merseyside companies will critically depend upon identifying and eliminating the skills shortages and gaps of the workforce, especially in sectors and clusters of business activity with a strong potential for high and sustainable growth.


Why Raise Skill Levels? - Workforce Development, Productivity and Social Inclusion
(Source: Performance and Innovation Unit (PIU))

Productivity	Social inclusion
The UK has a long-standing productivity problem.  For example, statistics show that output per head is 40% higher in the US, 20% higher in France and 10% higher in Germany than in the UK.There is evidence to show that workforce development can contribute to enhanced productivity.The quality of the UK labour force as measured by the skill mix compares unfavourably with other countries.Problems exist in both the current stock of human capital and those entering the workforce.The National Skills Task Force found that an under-developed workforce produces less, works harder and longer for the same pay and attracts less capital investment.Workforce development is only one determinant of productivity performance and can therefore only have a significant impact if used in concert with strategies that address all dimensions of productivity performance.	There is a lot of evidence about the potential contribution of workforce development to employability and social inclusion through, for example, higher earnings.  At present, the distribution of workforce development in the UK tends to reinforce social inclusion.There is a link between skill levels and deprivation.  Particular groups (e.g. the disabled and certain ethnic minorities) are disproportionately likely to have low skills.Low skills on entering the labour market are correlated with poor employment prospects.  The low skilled are more likely not to receive development opportunities that might help to overcome their disadvantage.Workforce development can help those with low skills move out of a ‘low pay – no pay’ cycle and into social inclusion by raising their skill levels and giving them opportunities to move in to higher paid, more stable and more rewarding work.


The PIU work suggest that in many areas the UK falls behind international competitors in terms of workforce development:

	Learning is not central to the business culture of many firms;

	There are significant inequalities in access to workforce development: less well qualified individuals are less likely to receive development;

	Firms are highly polarised in their attitudes to training; generally the smaller the firm, the less likely it is to train;

	Training tends to be job specific;

	Workforce development and FE provision is insufficiently employer or demand led (nationally only 7% of FE college income comes from employers and employees);

	Institutional weaknesses have resulted in few businesses participating in networks, which promote workforce development, our using potentially supportive government structures.


The Demand for Skills

The Skills Task Force survey ‘Skills, Local Areas and Unemployment’ (2001) revealed 9,600 vacancies in the Greater Merseyside area, of which 3,800 were ‘hard-to-fill’ and 2,000 were specifically related to ‘skills shortages’.  If this is related to the number of establishments in the area, then nearly 6% were reporting a skill shortage vacancy, compared to nearly 8% in England overall.  This means that Greater Merseyside ranks 37th out of the 47 local LSCs in terms of skills shortages.  The area moves to 31st if a measure of density of skills shortages is used instead.

The Skills Task Force explores the relationship between the reporting of skills shortage vacancies and unemployment.  Greater Merseyside has the highest ILO unemployment rate of LSCs in England and a relatively small percentage of establishments reporting skill shortage vacancies.  Generally, the report finds that where employment growth is strongest the incidence of skills shortages is greatest.  Greater Merseyside sits in a distinctive group of primarily urban LSCs, with traditionally high unemployment.  Greater Merseyside had a lower than average, but greater than expected, incidence of skill shortage vacancies, co-existing with higher than average unemployment rates.

Table 24 below shows that a greater proportion of skills shortage vacancies in Greater Merseyside were at Levels 3 and 4.

Table 24: Occupational Profile of Vacancies: 2001
	% Skill shortage vacancies 
	Level 1 - Plant and machine operatives- Other occupations	Level 2 - Craft and related workers	Level 3 - Clerical and secretarial occupations- Personal and protective service occupations- Sales occupations	Level 4 - Managers and administrators- Professional occupations- Associate professional and technical occupations
Greater Merseyside	4.9	18.7	39.6	36.8
England	13.2	20.3	33.8	32.8
Source: National Skills Task Force

Table 25: Skill Shortage Vacancies as a % of Employment by Occupation: 2001
	% Skill shortage vacancies
	Level 1 - Plant and machine operatives- Other occupations	Level 2 - Craft and related workers	Level 3 - Clerical and secretarial occupations- Personal and protective service occupations- Sales occupations	Level 4 - Managers and administrators- Professional occupations- Associate professional and technical occupations
Greater Merseyside	0.1	0.9	0.5	0.5
England	0.4	1.3	0.6	0.5
Source: National Skills Task Force

The Labour Force Survey 2000 suggests that lower levels of job related training are undertaken by the Greater Merseyside workforce (11% compared to 13% across Great Britain).

Greater Merseyside has a higher proportion of employees in occupations that have a lower proportion in training – craft and related, sales, plant and machine operatives and other unskilled occupations.  For example, whilst 22% of those in professional occupations had undertaken training in the previous four weeks, only 9% of those employed in craft and related occupations had done so (Source: Labour Force Survey, 2000).

In Autumn 2001, a local Employer Skills Survey was conducted in order to assimilate a more extensive understanding of employer skills needs, the results of which are described within this section.


Skill Gaps Within the Existing Workforce

According to the Greater Merseyside Employer Skills Survey, 28% of local employers believed that not all their staff are fully proficient to do their job; in other words, they thought their organisation had a ‘skills gap’.  The incidence of skills gaps is highest in the construction sector at 35% and lowest in other personal service industries at 17%.  Within those organisations with skill gaps, the key gaps identified tended to be generic skills such as customer handling skills (26%), verbal communication skills (23%), written communication skills (20%), problem solving skills (18%) and team working skills (17%).

In almost a third of these cases, the cause of the skill gap was identified as new staff who had only been in the job for a short while.  Across the sectors, this ranged from 22% in transport and communications to 56% in the public sector.  However, the next two most frequently cited reasons – that employees are reluctant to accept/make the most of training opportunities (23%) and that the employer themselves had failed to train and develop staff (23%) – are clearly problems to be tackled.

The key impacts of these gaps identified by employers were difficulties in meeting the required quality standards (28%), difficulties in meeting customer service objectives (27%) and increased operating costs (25%).

Whilst many employers have taken action to overcome skills gaps – such as providing further training (58%), increase/expand trainee programmes (27%) – a significant minority (35%) had not used training as a way of dealing with gaps in their employees’ skills.  Over a fifth of these employers said that there was no particular reason why they hadn’t provided training.  Of those that could identify a reason, the most frequent responses were that they could not afford to have people taken out of the workplace (9%), there was no/not much training available (9%), and that employees weren’t motivated to train and wouldn’t take up if offered (5%).


Skills Shortages Within the Labour Pool

Greater Merseyside organisations indicated fewer skills shortages than nationally, but the indications are that these are a higher proportion than would be expected given the unemployment levels in the area.  At the time of the survey, 12% of businesses had vacancies, 6% of organisations had ‘hard-to-fill’ vacancies, and 3% of organisations had ’skill shortage’ vacancies.  We estimate that some 1,300 employers across Greater Merseyside are facing skill shortages.

The greatest number of vacancies in Greater Merseyside are in sales and customer service occupations, skilled trade occupations, administrative and secretarial occupations and associate professional and technical occupations.  More employers in construction, transport and other personal services had vacancies than in other sectors.

Employers identified the key causes of skill shortage vacancies to be a low number of applicants with the required skills, a low number of applicants with the required attitude, motivation or personality and a lack of the qualifications the company demands.  The skills characteristics of the skill shortage vacancies were identified as technical and practical skills, customer handling skills, oral and verbal communication skills, personal attributes and problem solving skills.






As businesses become increasingly knowledge based, innovative and responsive to change certain generic skills will be needed by the workforce regardless of sector, including the need for:

	Basic skills, key and employability skills

Without these basic skills, employees will be unable to cope with the changes in culture and working practices that are being demanded of companies to ensure their survival.

The DfES Learning Age Green Paper demonstrated that the workforce needs to extend these basic skills to include a range of key skills within the context of employability.

These include problem solving, working with other people, effective communication, use of information technology and developing learning skills.

With an employers’ focus, the CBI and regional respondents have identified further characteristics needed, including a work ethic, up to date knowledge and experience, language and customer service skills.

Unless this challenge can be faced, the Greater Merseyside workforce will be severely hampered in responding to the changes it will meet.

	The need for more flexible careers

It is the CBI’s belief that employability is characterised by the ability to learn, to adapt to more frequent job and career changes and to take increased ownership of their job role within a company and career as a whole.

It is not sufficient to face the challenge of addressing skills issues without addressing these more far reaching issues.

As part of the Greater Merseyside Employer Skills Survey 2001, local companies were asked to identify the type of skills their staff were likely to need in future, considering the broad occupational areas within their companies. These are set out in Table 26.

Table 26: Future Skill Needs by Broad Occupational Areas: 2001
Occupational Area	Skill Need (% of companies employing occupational group)
Managers/Professional and Associate Professional and Technical Staff (36% of employees)	Advanced IT or software skills (16%)Customer handling skills (9%)Management skills (9%)None (32%)
Administrative and Secretarial Staff (16% of employees)	Advanced IT or software skills (23%)Basic computer literacy skills (14%)Customer handling skills (6%)None (39%)
Personal Service Occupations (9% of employees)	Customer handling skills (12%)Other technical and practical skills (8%) Team working skills (5%)None (58%)
Sales and Service Staff (14% of employees)	Customer handling skills (27%)Advanced IT or software skills (10%)Oral or verbal communication skills (7%)None (33%)
Skilled Trade, Operations and Elementary Staff (25% of employees)	Other technical and practical skills (13%) Customer handling skills (7%)Basic computer literacy skills (7%)None (55%)
Source: Greater Merseyside Employer Skills Survey 2001

Those involved in the survey felt that the change in skills needs was required to enable employees to cope with the introduction of new technology and new working practices and in order to develop new products or services.  14% of companies felt that changes in skills needs were critical since they prevented them from carrying out important tasks effectively.  44% felt that there was not a problem.







Establishments acknowledge that in order to overcome existing skills gaps and to develop/maintain a fully proficient team training should be provided.  Despite this, only 44% of organisations in Greater Merseyside had arranged or funded off the job training in the last 12 months.  

The profile of employees receiving training is shown Figure 8.

Figure 8: Profile of Employees Receiving Off the Job Training in Last 12 Months: 2001

Source: Greater Merseyside Employer Skills Survey 2001

Nearly two-thirds of establishments who had arranged off the job training used external training providers.  There was, however, a degree of uncertainty amongst employers as to whether or not external training providers were used.  For example, four out of ten establishments providing off the job training for administrative, secretarial, personal service or sales staff did not know if they used external training providers.  

The key reasons for using external training providers included improving the standard to which employees were able to do their job, to give them the basic skills need to perform their job role and to motivate or act as a reward for performance.

Training for each occupational grouping was typically provided by colleges and private training providers:

	Colleges in Greater Merseyside (23%)
	College outside Greater Merseyside (7%)
	Private training providers in Greater Merseyside (28%)
	Private training providers outside Greater Merseyside (19%)

Notably however, manufacturers/suppliers were used by 18% of establishments who provided training for skilled trade, operatives or elementary staff.  As would be expected, different occupations and industries had different patterns.  

Around half of the companies questioned used an external training provider outside the area where they felt that there was no provision in Greater Merseyside.
The type of training provided varies by occupational group and industry.  Table 27 provides an overview of the type of training provided.


Table 27: Summary of the Type of Off the Job Training Provided: 2001
	%
Job specific training 	57
Health and safety or first aid training 	49




Basic skills training 	22
Personal development training 	3
Training in foreign languages 	2
	
None of these 	20
Source: Greater Merseyside Employer Skills Survey 2001


The Impact of Training

Although there is no consistent and objective way to evaluate the benefits of workforce development, Investors in People and National Training Awards give establishments recognition of their commitment to training.  There are currently over 600 companies in Greater Merseyside with IiP recognition, with a further 700 who are committed to achieving recognition.  As a result, over a third of the local workforce is employed within companies either IiP recognised or committed.

As part of the Greater Merseyside Employer Skills Survey, establishments were asked about the extent to which they benefited from the use of external training providers.  The results are summaries in Table 28.

Table 28: Usefulness of External Training Providers: 2001
	Levels 1 and 2Skilled trade, operatives and elementary staff	Level 3Admin, secretarial, personal services or sales staff	Level 4Managers, professionals and associate professionals
Greatly enhanced their usefulness to the establishment	37%	49%	48%
Slightly enhanced their usefulness to the establishment	48%	41%	41%
Made little difference to their usefulness to the establishment	9%	4%	6%
Made no difference at all in their usefulness to the establishment	5%	4%	4%
Don’t know	*%	2%	1%
* statistically unreliable






Research by the Learning and Skills Council suggests: 

	A typical SME invests £6,800 per year on staff training.  One in ten spend nothing and one in five spend less than £1,000.
	For those spending nothing on training, profit growth over the last three years was 7.2% compared to 9.1% for those who had spent on training.
	Over the past three years, those businesses increasing training spend had seen profits grow by almost two-thirds more than those who had kept spending unchanged.






National LSC research suggested that both employers and employees agree that the biggest barriers to learning at work come from employers, although around a quarter suggested that employees provide the barriers:

Table 29: Barriers to Training: 2001
	Employers (%)	Employees (%)
Limited available time to train	83	78
The cost of training	60	54
Lack of willingness to learn amongst staff	32	35
Not enough information about training	29	42
Lack of willingness to train amongst management	22	29




The National Skills Task Force identified three main reasons which are most frequently put forward to explain why employers might not train, or might train less than is thought to be desirable:

	Fear of poaching – which can act as a significant barrier to smaller firms’ willingness to invest in training for many of their employees;
	Failure to recognise (or under-estimation of) the benefits of training;
	Financial constraints – again, this is felt more significantly by small firms.

Clear patterns in the distribution of training are evident amongst those who have never been offered training by their current employer, with some people in particular being likely to miss out.  There is a dramatic difference in the likelihood of individuals being involved in training depending on their prior qualifications with those who are already well qualified being much more likely to engage in training and to develop their skills further.  Those who are less likely to receive training also include people working for smaller firms, with employers being less likely to provide training the smaller they are.

Source: National Skills Task Force


A separate piece of research, conducted by the DfES, identified the following barriers for organisations:

	Cost of course fees and work time lost;
	Supply of appropriate course;
	Occasionally resistance from employees;
	Relevance - finding the courses or qualifications that were relevant to their particular learning need.

Source: DfES Research Brief 11






Difficulty of evaluating the benefits of workforce development: There is no consistent and objective way of demonstrating the benefits of workforce development to individual employers.Access barriers including:the opportunity cost of staff and management time (not least for owner-managers);cost of provision; andflexibility of provision (not available as and when required).Poaching (loss of employees once trained): Evidence on the significance of poaching in practice is patchy, but perception may matter as much as, or more than, hard evidence.  SME owner managers see poaching as a significant potential problem.Information: Current channels of communication can be confusing and fragmented.  Information and advice about workforce development needs to be timely, clear, easily accessible and impartial.Management development: SME owner-managers may themselves have little management experience or development.  Managers who have had good personal experiences of development are more likely to use it for their workforce.  Better managers should run higher performing businesses which demand higher skills.	Groups and networks: Many exist, but participation and co-ordination is patchy.  Companies learn from their peers and competitors, which are seen as credible sources of advice.  This can be a powerful tool for spreading best practice and particularly helpful in overcoming the barriers faced by SMEs.Supply chain: Many suppliers have an interest in training users of their produce, e.g. where they wish to protect a strong brand.  If customer demands make training a priority, companies will do it.The right information at the right time in the right place: Managers deal with multiple, shifting priorities and often have short attention spans.  If they can find information quickly from a trusted channel (e.g. a bank or accountant), they are more likely to act on it.Status and recognition: e.g. IiP, National Training Awards.  Recognition of excellence can be a powerful motivator but the quality of the award is important in maintaining its credibility.

Similarly, the NWDA highlighted reasons employers do not provide learning to respond to labour market needs:

	Fear of poaching;
	Lack of expertise in planning and implementing training;
	Difficulty in releasing staff;
	Lack of expertise in business planning on which training plans could be based;
	Perceived lack of high quality supply;
	Perceived inaccessibility of supply (opening hours, fixed college terms and transport);
	Affordability (even where training is seen as an investment and not a cost);
	Lack of information/intelligence;





DfES research identified the following main barriers to learning for employees:
	Life stage of individuals: the individual could not see how training and development would help when they were already competent in their job and did not want to change their employment;
	Possibly problems in finding a course of study that was applicable to them in their chosen career, and which they could see would make a difference;
	Funding of training;
	Balancing work and home commitments and maintaining the necessary energy and enthusiasm.

Source: DfES Research Report 11










2.2      SECTOR ISSUES

2.2.1   SECTOR SKILLS INFORMATION: Manufacturing





Scope:Employment in the largest sub-sectors:Food products and beverages (13,700)Chemicals and chemical products (11,400)Fabricated metal products (7,600)Machinery and equipment (6,800)Motor vehicles, trailers etc (5,300)Publishing, printing, repro recorded media (5,100)Between 1995 and 1999, employment decreased.Employment in manufacturing declined by 4% in Great Britain.Greater Merseyside experienced a decline of 9%, equivalent to a loss of 8,000 jobs.Employment in manufacturing declined in all six districts except Knowsley.  The greatest decline was experienced in Halton (-25%) where nearly 4,000 jobs were lost. 	Business and Employment:It is estimated that there are 3,140 units, currently employing 81,800 people.Manufacturing employs 15% of the Greater Merseyside workforce, compared to 16% in Great Britain.The highest proportion of Greater Merseyside’s manufacturing units are located in Liverpool (28%) whilst the lowest proportion are in Knowsley (9%). Within Halton, St Helens and Knowsley, approximately one in ten business units are manufacturing related.
Workforce Characteristics:A male dominated workforce: 70% of employees.Only 9% of employees work part-time.The average number of employees per manufacturing unit is 26, although this varies from 55 in Knowsley down to 13 in Sefton.	Concentrations of the workforce:Greater Merseyside accounts for 2% of British employment in manufacturing. The proportion employed within manufacturing varies across the districts:Knowsley (33%)Halton (24%)St Helens (22%)Wirral (16%)Liverpool (9%)Sefton (8%)
Source: Annual Employment Survey (1995)/Annual Business Inquiry (1999), National Statistics (NOMIS)


	Skills Gaps in the Existing Workforce

When questioned as part of the Greater Merseyside Employer Skills Survey, 32% of establishments involved in manufacturing (including mining and quarrying, and utilities) reported having broad skills gaps, i.e. the employer believed that not all of their staff are fully proficient.  The key areas were skills gaps were identified included: 

	Other technical and practical skills (31%) 
	Problems solving skills (29%)
	Oral or verbal communication skills (26%)
	Customer handling skills (25%)
	Team working skills (22%)

The skill gaps resulted from the fact that employees had only been in the job for a short while (30%), employers had failed to train and develop staff (30%) and a reluctance to accept/make the most of training opportunities (27%).  Although 29% of establishments reported no particular problems are a result of possessing skills gaps, key impacts identified included difficulties in meeting customer service objectives (35%), increased operating costs (34%) and delays in developing new products or services (29%).

Three-quarters of companies took action to overcome skills gaps, with 50% providing further training.

	Skill Shortages Within the Labour Pool

At the time of the survey, 12% of establishments in this sector had vacancies, 5% had hard-to-fill vacancies and 3% had skill shortage vacancies.  The key areas where skills shortages were identified included:

	Customer handling skills (37%)
	Problem solving skills (36%)
	Literacy skills (27%)
	Numeracy skills (27%)
	Other technical and practical skills (27%)

The skill shortage vacancies were the result of a low number of applicants having the required skills (63%) or the required attitude, motivation or personality (41%).  As with skill gaps, skill shortages impact directly on employers, with 83% believing that they have resulted in a loss of business or orders to competitors.  Additionally, they felt that it had led to difficulties in meeting customer service objectives (68%) and delaying in developing new products or services (59%).





A change in the skill needs of the workforce is required in order to cope with the introduction of new technology, new working practices and in order to develop new products or services.  61% of establishments believed that there is no need for change in the skill needs of skilled trade, operational or elementary staff.  27% indicated that there was no change required for managers/professional and associate professional and technical staff.  51% felt that there would be no skills need changes for administrative and secretarial staff.  The characteristics of these skill needs are shown in Table 30.

Table 30: Future Skill Needs in Manufacturing
Occupational Area	Skills Needs Identified(% of companies employing occupational group)
Skilled Trade, Operations and Elementary Staff (62% of manufacturing employees)	Other technical and practical skills (17%) Team working skills (14%)Basic computer literacy skills (9%)None (40%)
Managers/Professional and Associate Professional and Technical Staff (23% of manufacturing employees)	Basic computer literacy skills (14%)Advanced IT or software skills (9%)Oral or verbal communication skills (7%)None (37%)
Administrative and Secretarial Staff (10% of manufacturing employees)	Basic computer literacy skills (20%)Advanced IT or software skills (18%)Customer handling skills (8%)None (37%)
Sales and Service Staff (4% of manufacturing employees)	Team working skills (15%)Customer handling skills (9%)Advanced IT or software skills (8%)None (45%)
Personal Service Occupations (1% of manufacturing employees)	Team working skills (10%)Advanced IT or software skills (10%)None (80%)





44% of organisations in this sector had arranged or funded off the job training in the 12 months prior to interview.  The key types of training provided were:

	Job specific training (55%)
	Health and safety or first aid training (53%)
	Training in new technology (36%)
	Induction training (26%)
	Basic skills training (26%)









Scope:Employment: Greater Merseyside              18,700North West		   126,100Great Britain		1,109,600Between 1995 and 1999 employment within construction increased by 15.2% across Great Britain, although in Greater Merseyside there was only an increase of 1.3% (200 jobs).Knowsley experienced an increase of 12% in the number of jobs within construction, whilst Sefton experienced a decrease of 9%	Business and Employment:It is estimated that there are 3,100 construction units, currently employing 18,700 people.Approximately 1 in 10 business units in Knowsley and St Helens are construction related.This sector employs 3% of the Greater Merseyside workforce compared to 5% in Great Britain.
Workforce Characteristics:Construction has a male dominated workforce: 87% of employees.92% of employees work full-time.The average number of employees per construction unit is 6.	Concentrations of the workforce:Greater Merseyside accounts for 2% of Great Britain’s employment in construction.The proportion of employment within construction varies across the districts:Knowsley (6%)St Helens (5%)Halton (5%)Wirral (4%)Sefton (3%)Liverpool (2%)





	Skills Gaps in the Existing Workforce

When questioned as part of the Greater Merseyside Employer Skills Survey, 35% of construction establishments reported having broad skills gaps, i.e. the employer believed that not all of their staff are fully proficient.  The key areas were skills gaps were identified included: 

	Basic computer literacy skills (27%)		
	Oral or verbal communication skills (23%)
	Other technical and practical skills (21%)
	Customer handling skills (15%)	

The skill gaps resulted from the fact that employers had failed to train and develop staff (33%), employees had only been in the job for a short while (27%) and recruitment problems (26%).  Although 67% of establishments reported no particular problems are a result of possessing skills gaps, key impacts identified included difficulties in meeting customer service objectives (21%), increased operating costs (17%) and difficulties in meeting required quality standards.

65% of companies took action to overcome skills gaps, with 49% providing further training.

	Skill Shortages Within the Labour Pool

At the time of the survey, 15% of construction establishments had vacancies, 10% had hard-to-fill vacancies and 7% had skill shortage vacancies.  The key areas where skills shortages were identified included:

	Other technical and practical skills (52%)
	Personal attributes (34%)
	Problem solving skills (19%)
	Team working skills (19%)
	Literacy skills (16%)

The skill shortage vacancies were the result of a low number of applicants having the required skills (76%), sufficient work experience (31%) or the necessary qualifications (31%).  As with skill gaps, skill shortages impact directly on employers, with 55% believing that they have caused delays in developing new products or services.  Additionally, they felt that it had led to difficulties in meeting customer service objectives (43%) and that they had suffered a loss of business or orders to competitors (36%).





A change in the skills needs of the workforce is required in order to cope with the introduction of new technology, new working practices and in order to develop new products or services.  60% of establishments believed that there is no need for change in the skill needs of skilled trade, operational or elementary staff.  43% indicated that there was no change required for managers/professional and associate professional and technical staff.  57% felt that there would be no skills need changes for administrative and secretarial staff.   The characteristics of these skill needs are shown in Table 31.

Table 31: Future Skill Needs in Construction
Occupational Area	Skills Needs Identified(% of companies employing occupational group)
Skilled Trade, Operations and Elementary Staff (50% of construction employees)	Other technical and practical skills (15%) Team working skills (4%)Customer handling skills (4%)Problem solving skills (4%)None (67%)
Managers/Professional and Associate Professional and Technical Staff (34% of construction employees)	Advanced IT or software skills (31%)Basic computer literacy skills (16%)Other technical and practical skills (10%)None (22%)
Administrative and Secretarial Staff (14% of construction employees)	Basic computer literacy skills (23%)Advanced IT or software skills (20%)Customer handling skills (4%)None (44%)
Sales and Service Staff (2% of construction employees)	Oral or verbal communication skills (34%)Customer handling skills (21%)Basic computer literacy skills (20%)None (16%)
Personal Service Occupations (*% of construction employees)	Oral or verbal communication skills (49%)None (51%)
* statistically unreliable 





48% of construction organisations had arranged or funded off the job training in the 12 months prior to interview.  The key types of training provided were:

	Job specific training (49%)
	Health and safety or first aid training (48%)
	Induction training (30%)
	Training in new technology (30%)
	Basic skills training (22%)







Looking to the future:
The CITB considers that there will be a slight increase in the numbers employed in the North West to 2005 (0.7% higher).  CITB have made estimates of the average annual change in employment in the region (including an allowance for replacement demand).  This suggests an average annual requirement of 6,754 in the region – around a 1,000 a year in Greater Merseyside – assuming that recruitment follows current proportions, and this primarily covers replacement demand rather than allowing for new growth.  A significant proportion of the requirement will be for carpenters and joiners.  Other areas with a strong demand are managers, clerical staff, electricians and bricklayers.  These occupations will therefore have the highest training needs over the medium term.

A CITB survey carried out in Spring 2000 revealed that 78% of employers in the North West experienced difficulties in recruiting skilled staff.  Painters and decorators were the worst affected, followed by carpenters, joiners and bricklayers.  

The sector is relatively buoyant with significant labour mobility contributing to skill shortages.  It is characterised by high levels of self-employment, part-time and temporary work.  There are 2,500 students enrolled on FE courses in construction, with the largest areas of annual recruitment being carpenters and joiners, managers, electricians, clerical staff, bricklayers and plumbers.  There are however skills shortages, specifically carpenters and joiners, bricklayers, plumbers and electricians. 

Future Opportunities:
A number of projects have been identified across Greater Merseyside which are likely to have a considerable impact on the construction sector:  
	Special Investment Areas – Speke Halewood, Atlantic Gateway, Eastern Approaches, Gillmoss-Kirkby, Liverpool City Centre (anticipated £2.25 million expenditure, equating to 37,603 person years of construction work);
	Local Authority Housing Stock (£100 million+);
	Housing Corporation (£120 million+);
	Jarvis (New Schools Contract) (£600 million);
	University of Liverpool (£80 million);
	Further Education Sector ( £65 million);
	Local Transport Plan (£380 million);
	Hospitals (£70 million+). 

Source: Amion Report, 2001






Scope:Employment in the largest sectors includes:Retail trade (67,000)Hotels and restaurants (33,600)Wholesale trade/commission trade etc (21,900)Sale, maintenance/repair of motor vehicles (9,100)Between 1995 and 1999, employment increased.Employment in Great Britain increased by 12%.Greater Merseyside experienced an increase of 19%, equivalent to an additional 21,100 jobs.The most significant growth across the districts was in Knowsley where there was an increase of 46%.	Business and Employment:It is estimated that there are 13,400 units, currently employing 131,700 people.Approximately one-third of business units in each district are related to this sector.This sector employs 24% of the Greater Merseyside workforce, the same as in Great Britain as a whole.
Workforce Characteristics:60% of the workforce are female, compared to the national average of 55%.There is an even split between full-time and part-time employment.  A higher proportion are employed on part-time basis than on a national level (45%).The average number of employees per unit is 10, although this varies from approximately 12 in Halton down to 8 in Wirral. 	Concentrations of the workforce:Greater Merseyside accounts for 2% of Great Britain’s employment.The proportion of the workforce employed within this sector varies across the districts:St Helens (30%)Sefton (29%)Halton (23%)Knowsley (22%)Wirral (22%)Liverpool (21%)











	Skills Gaps in the Existing Workforce

When questioned as part of the Greater Merseyside Employer Skills Survey, 28% of establishments in distribution, hotels and restaurants reported having broad skills gaps, i.e. the employer believed that not all of their staff are fully proficient.  The key areas were skills gaps were identified included: 

	Customer handling skills (39%)			
	Oral or verbal communication skills (29%)
	Written communication skills (22%)
	Numeracy skills (19%)
	Problem solving skills (19%)

The skill gaps resulted from a reluctance to accept/make the most of training opportunities (31%), recruitment problems (24%) and the fact that employees had only been in the job for a short while (23%).  Although 29% of establishments reported no particular problems are a result of possessing skills gaps, key impacts identified included difficulties in meeting customer service objectives (35%), a loss of business or orders to competitors (34%) and difficulties in meeting required quality standards (34%).

71% of companies took action to overcome skills gaps, with 53% providing further training.

	Skill Shortages Within the Labour Pool

At the time of the survey, 11% of establishments in this sector had vacancies, 6% had hard-to-fill vacancies and 4% had skill shortage vacancies.  The key areas where skills shortages were identified included:

	Customer handling skills (31%)
	Oral or verbal communication skills (26%)
	Other technical and practical skills (21%)
	Numeracy skills (15%)
	Team working skills (14%)

The skill shortage vacancies were the result of a low number of applicants having the required skills (72%) or the required attitude, motivation or personality (48%).  As with skill gaps, skill shortages impact directly on employers, with 60% believing that they have resulted in a loss of business or orders to competitors.  Additionally, they felt that it had led to delays in developing new products or services (39%) and difficulties in meeting customer service objectives (31%).
	




A change in the skills needs of the workforce is required in order to cope with the introduction of new technology, new working practices and in order to develop new products or services.  42% of establishments believe that there is no need for change in the skill needs of sales and service staff.  37% indicated no change required for managers/professional and associate professional and technical staff.  52% felt that there would be no skills need changes for skilled trade, operational or elementary staff.  The characteristics of these skill needs are shown in Table 32.

Table 32: Future Skill Needs in Distribution, Hotels and Restaurants
Occupational Area	Skills Needs Identified(% of companies employing occupational group)
Sales and Service Staff (42% of employees in distribution, hotels and restaurants)	Customer handling skills (33%)Oral or verbal communication skills (8%)Basic computer literacy skills (7%)None (30%)
Managers/Professional and Associate Professional and Technical Staff (21% of employees in distribution, hotels and restaurants)	Customer handling skills (17%)Basic computer literacy skills (11%)Management skills (10%)None (29%)
Skilled Trade, Operations and Elementary Staff (21% of employees in distribution, hotels and restaurants)	Other technical and practical skills (14%) Basic computer literacy skills (12%)Customer handling skills (9%)None (49%)
Personal Service Occupations (9% of employees in distribution, hotels and restaurants)	Customer handling skills (23%)Other technical and practical skills (13%)Basic computer literacy skills (6%)None (33%)
Administrative and Secretarial Staff (7% of employees in distribution, hotels and restaurants)	Basic computer literacy skills (23%)Advanced IT or software skills (17%)Customer handling skills (6%)None (34%)





31% of organisations involved in distribution, hotels and restaurants had arranged or funded off the job training in the 12 months prior to interview.  The key types of training provided were:

	Job specific training (47%)
	Health and safety or first aid training (41%)













Scope:Employment in the largest sectors includes:Land transport; transport via pipelines (11,600)Post and telecommunications (8,700)Supporting/auxilliary transport, etc (8,700)Water transport (500)Air transport (100)Between 1995 and 1999, employment has grown.Employment within transport and communications increased by 12% in Great Britain.Greater Merseyside experienced a net increase of 3%, equivalent to 700 jobs.  This is largely attributable to an increase within the sub-sector supporting/auxillary transport.Employment increased in all districts except Liverpool and Knowsley.  The greatest rate of growth occurred in Halton (76%).	Business and Employment:It is estimated that there are 1,890 units, currently employing 29,600 people.Transport and communications employs 5% of the Greater Merseyside workforce compared to 6% in Great Britain.
Workforce Characteristics:The workforce is male dominated:  78% of employees.  This is higher than the national average (71%).Only 9% of employees work on a part-time basis.	Concentrations of the workforce:Greater Merseyside accounts for 2% of Great Britain’s employment in transport and communications.The proportion employed within this sector varies across the districts:Halton (8%)Liverpool (6%)St Helens (5%)Knowsley (5%)Sefton (4%)Wirral (4%)
Source: Annual Employment Survey (1995)/Annual Business Inquiry (1999), National Statistics (NOMIS)


	Skills Gaps in the Existing Workforce

When questioned as part of the Greater Merseyside Employer Skills Survey, 26% of establishments in transport and communications reported having broad skills gaps, i.e. the employer believed that not all of their staff are fully proficient.  The key areas were skills gaps were identified included: 

	Customer handling skills (42%)			
	Oral or verbal communication skills (33%)
	Management skills (27%)
	Written communication skills (25%)
	Advanced IT or software skills (23%)

The skill gaps resulted from an inability of the workforce to keep up with change (30%), a failure to train and develop staff (30%) and a high staff turnover (28%).  Although 22% of establishments reported no particular problems are a result of possessing skills gaps, key impacts identified included difficulties in meeting required quality standards (49%), increased operating costs (43%) and difficulties in meeting customer service objectives (42%).

77% of companies took action to overcome skills gaps, with 32% providing further training and 32% changing working practices.

	Skill Shortages Within the Labour Pool





	Customer handling skills (31%)

The skill shortage vacancies were the result of a low number of applicants having the required skills (69%) or not enough people interested in doing the type of job (69%).  As with skill gaps, skill shortages impact directly on employers, with 69% believing that they have resulted in difficulties meeting required quality standards.  Additionally, they felt that it had led to difficulties introducing technological change (38%).





A change in the skills needs of the workforce is required in order to cope with the introduction of new technology, new working practices and in order to develop new products or services.  68% of establishments believe that there is no need for change in the skill needs of skilled trade, operational or elementary staff.  42% indicated no change required for managers/professional and associate professional and technical staff.  37% felt that there would be no skills need changes for administrative and secretarial staff.  The characteristics of these skill needs are shown in Table 33 (page 56).

Table 33: Future Skill Needs in Transport and Communications
Occupational Area	Skills Needs Identified(% of companies employing occupational group)
Skilled Trade, Operations and Elementary Staff (55% of transport and communications employees)	Customer handling skills (9%)Problem solving skills (7%)None (66%)
Managers/Professional and Associate Professional and Technical Staff (21% of transport and communications employees)	Advanced IT or software skills (10%)Customer handling skills (10%)Management skills (8%)None (50%)
Administrative and Secretarial Staff (17% of transport and communications employees)	Advanced IT or software skills (14%)Oral or verbal communication skills (12%)Customer handling skills (9%)None (49%)
Sales and Service Staff (7% of transport and communications employees)	Customer handling skills (42%)Advanced IT or software skills (14%)None (40%)
Personal Service Occupations (*% of transport and communications employees)	Problem solving skills (18%)None (82%)
* statistically unreliable





41% of organisations involved in transport and communications had arranged or funded off the job training in the 12 months prior to interview.  The key types of training provided were:

	Job specific training (53%)
	Training in new technology (40%)
	Induction training (35%)
	Basic skills training (30%)
	Health and safety or first aid training (25%)








The industry is forecasting difficulties in recruiting new staff which is likely to be further exacerbated by the forthcoming introduction of the EU Working Time Directive which will limit overall working time and nightwork.

Future Opportunities:
	Liverpool John Lennon Airport is the fastest growing regional airport.  It currently has a significant freight operation handling 45,000 tonnes per year including a major role as a centre for Royal Mail services.
	The Port of Liverpool is also expanding.  It currently handles more than 30 million tonnes of freight per year, more than at any other time in its history.  
	The continued development of speculative warehousing at the Liverpool Freeport (the only UK location to offer a full intermodal facility that allows direct access to Europe by road, rail and sea).  Within Liverpool Freeport, it is one of only 9 Euro-rail freight terminals in the country and has a core ‘piggy-back’ terminal for transporting road trailers by rail.






2.2.5   SECTOR SKILLS INFORMATION: Financial Services


Scope:Employment in the largest sectors includes:Other business activities (48,300)Financial intermediation etc (10,800)Computing and related activities (7,400)Real estate activities (7,100)Insurance and pension funding etc (4,800)Renting machinery/equipment etc. (3,000)Activities auxilliary to financial intermediation (2,400)Research and development (1,100)Between 1995 and 1999, employment increased.Employment increased by 20% in Great Britain.Greater Merseyside experienced a growth of 15%, equivalent to 10,900 jobsKnowsley and St Helens experienced job losses during the period, whilst the other districts experienced a growth in employment.  The rate of growth in Wirral was the greatest at 43%.	Business and Employment:It is estimated that there are 9,900 units, currently employing 85,000 people.This sector employs 15% of the Greater Merseyside workforce compared to 19% in Great Britain.Sefton (3,200) and Liverpool (3,000) have the largest number of units.Sefton (3,200) and Liverpool (3,000) have the largest number of units.  Combined they represent more than 60% of all banking, finance and insurance related units in Greater Merseyside.
Workforce Characteristics:The workforce is fairly equally split between males and females, with 76% working on a full-time basis.89% of males employed within the sector work on a full-time basis compared to only 62% of females.The average number of employees per unit is 9, although this ranges from 13 in Liverpool down to an average of only 4 in Sefton.	Concentrations of the workforce:Greater Merseyside accounts for 2% of Great Britain’s employment in banking, finance and insurance etc.The proportion employed within this sector varies across the districts:Liverpool (18%)Wirral (16%)Halton (15%)Sefton (14%)St Helens (11%)Knowsley (7%)
Source: Annual Employment Survey (1995)/Annual Business Inquiry (1999), National Statistics (NOMIS)


	Skills Gaps in the Existing Workforce

When questioned as part of the Greater Merseyside Employer Skills Survey, 28% of establishments involved in financial services reported having broad skills gaps, i.e. the employer believed that not all of their staff are fully proficient.  The key areas were skills gaps were identified included: 

	Written communication skills (20%)
	Basic computer literacy skills (20%)
	Management skills (19%)
	Problem solving skills (18%)
	Advanced IT or software skills (18%)

The skill gaps resulted from the fact that employees had only been in the job for a short while (31%) and a failure to train and develop staff (20%).  Although 44% of establishments reported no particular problems are a result of possessing skills gaps, key impacts identified included difficulties introducing new working practices (25%), a loss of business or orders to competitors (22%) and difficulties in meeting required quality standards (21%).

82% of companies took action to overcome skills gaps, with 65% providing further training.

	Skill Shortages Within the Labour Pool

At the time of the survey, 8% of establishments involved in financial services had vacancies, 3% had hard-to-fill vacancies and 2% had skill shortage vacancies.  The key areas where skills shortages were identified included:

	Personal attributes (31%)
	Sales/Marketing/Promotional Skills/ PR (25%)
	Other technical and practical skills (17%)
	Advanced IT or software skills (9%)

The skill shortage vacancies were the result of a low number of applicants having the required skills (70%), lacking the necessary qualifications (30%) or sufficient work experience (30%).  As with skill gaps, skill shortages impact directly on employers, with 70% believing that they have resulted in a loss of business or orders to competitors.  Additionally, they felt that it had led to difficulties introducing new working practices (62%) and meeting customer service objectives (56%). 





A change in the skills needs of the workforce is required in order to cope with the introduction of new technology, new working practices and in order to develop new products or services.  39% of establishments believe that there is no need for change in the skill needs of managers/professional and associate professional and technical staff.  46% indicated no change required for administrative and secretarial staff.  57% felt that there would be no skills need changes for skilled trade, operational or elementary staff.  The characteristics of these skill needs are shown in Table 34 (page 60).
Table 34: Future Skill Needs in Financial Services
Occupational Area	Skills Needs Identified(% of companies employing occupational group)
Managers/Professional and Associate Professional and Technical Staff (40% of employees in financial services)	Advanced IT or software skills (20%)Customer handling skills (8%)Management skills (7%)None (36%)
Administrative and Secretarial Staff (26% of employees in financial services)	Advanced IT or software skills (24%)Basic computer literacy skills (8%)Oral or verbal communications skills (5%)None (42%)
Skilled Trade, Operations and Elementary Staff (19% of employees in financial services)	Other technical and practical skills (16%) Customer handling skills (10%)Advanced IT or software skills (6%)None (53%)
Sales and Service Staff (14% of employees in financial services) 	Advanced IT or software skills (14%)Customer handling skills (12%)None (44%)
Personal Service Occupations (1% of employees in financial services)	Customer handling skills (17%)Advanced IT or software skills (6%)Oral or verbal communication skills (5%)None (69%)




44% of financial services organisations had arranged or funded off the job training in the 12 months prior to interview.  The key types of training provided were:

	Job specific training (58%)
	Training in new technology (58%)









Spotlight on Call Centres

The Adecco report ‘Best Locations for Call Centres, 2000’ highlights Liverpool as the number one call centre location in the UK, based on workforce, operating costs, incentives, infrastructure and premises.  It was the only UK city to appear in the top ten European rankings, where it ranked ninth.

It is estimated that call centres employ 150,000 people in the UK, equivalent to 38% of the European total.  Of these, approximately 10,000 are employed within Greater Merseyside.  Recently, Greater Merseyside has seen a number of new call centres locating in the area including:

	Bertelsmann, German media and distribution group 350 jobs over a period of three years;
	US Airways, European Reservations Centre - $5 million state-of-the-art facility, 150 jobs over the next five years;
	Park On-Line/7C (Birkenhead) – Call centre for Vodafone, Ericsson and Powergen, creating up to 1,000 jobs (approx 550 by the end of 2001);
	A new Inland Revenue Call Centre which is likely to be up and running by April 2002, creating around 500 jobs.


2.2.6   sector skills information: Public Services

Approximately 210,400 people are employed within public services across Greater Merseyside.  It is an area that has seen a growth in employment in recent years.  Examples of new job opportunities include:

	The announcement that Shannon Court on Liverpool’s Princes Dock has been selected to house the Criminal Records Bureau, employing up to 900 people;
	The Immigration Service created a further 200 jobs in Liverpool;




Scope:Includes:Public administration, education and health (184,800)Other Services (25,600)Between 1995 and 1999, employment increased.Employment within the public sector increased by 8% in Great Britain.Greater Merseyside experienced a 16% growth in employment equivalent to 29,600 jobs.Employment across the six districts grew, with Knowsley and Sefton experiencing the greatest rates of growth at 24% and 23% respectively.	Business and Employment:It is estimated that there are 7,930 units, currently employing 210,400 people.Public services employ 38% of the Greater Merseyside workforce compared to 29% in Great Britain.
Workforce Characteristics:The workforce is female dominated: 71% of employees.60% of the workforce are employed on a full-time basis.Female employment is fairly evenly divided between full-time and part-time, while 83% of males are employed on a full-time basis.The average number of employees per unit is 27, although in Liverpool this rises to 34 people per unit. 	Concentrations of the workforce:Greater Merseyside accounts for 3% of Great Britain’s employment within public services.The proportion employed within public services varies across the districts:Liverpool (43%)Sefton (42%)Wirral (39%)Knowsley (28%)St Helens (27%)Halton (25%)







	Skills Gaps in the Existing Workforce

When questioned as part of the Greater Merseyside Employer Skills Survey, 32% of establishments in public services reported having broad skills gaps, i.e. the employer believed that not all of their staff are fully proficient.  The key areas were skills gaps were identified included: 

	Customer handling skills (26%)			
	Written communication skills (25%)
	Problem solving skills (25%)
	Management skills (24%)
	Oral or verbal communication skills (20%)

The skill gaps resulted from the fact that employees had only been in the job for a short while (56%), a reluctance to accept/make the most of training opportunities (29%) and the inability of the workforce to keep up with change.  Although 48% of establishments reported no particular problems are a result of possessing skills gaps, key impacts identified included difficulties in meeting required quality standards (36%), introducing new working practices (34%) and in meeting customer service objectives (32%).

Virtually all establishments took action to overcome skills gaps, with 85% providing further training.

	Skill Shortages Within the Labour Pool

At the time of the survey, 22% of public service establishments had vacancies, 10% had hard-to-fill vacancies and 3% had skill shortage vacancies.  The key areas where skills shortages were identified included:

	Written communication skills (30%)
	Other technical and practical skills (27%)
	Management skills (25%)
	Oral or verbal communication skills (18%)

The skill shortage vacancies were the result of a low number of applicants having the required skills (58%) or applicants lacking the required qualifications (42%).  As with skill gaps, skill shortages impact directly on employers, with 61% believing that they have resulted in delaying in developing new products or services.  Additionally, they felt that it had led to difficulties introducing new working practices (42%) and in meeting customer service objectives (39%).
 




A change in the skills needs of the workforce is required in order to cope with the introduction of new technology, new working practices and in order to develop new products or services.  18% of establishments believe that there is no need for change in the skill needs of managers/professional and associate professional and technical staff.  30% indicated no change required for administrative and secretarial staff.  61% felt that there would be no skills need changes for personal service staff.  The characteristics of these skill needs are shown in Table 35 (page 64).
Table 35: Future Skill Needs in Public Services
Occupational Area	Skills Needs Identified(% of companies employing occupational group)
Managers/Professional and Associate Professional and Technical Staff (51% of employees in public services)	Advanced IT or software skills (14%)Oral or verbal communication skills (11%)Management skills (10%)None (31%)
Administrative and Secretarial Staff (19% of employees in public services)	Advanced IT or software skills (36%)Basic computer literacy skills (11%)Customer handling skills (8%)None (28%)
Personal Service Occupations (17% of employees in public services)	Customer handling skills (8%)Other technical and practical skills (8%)Team working skills (4%)None (66%)
Skilled Trade, Operations and Elementary Staff (11% of employees in public services)	Team working skills (7%)Other technical and practical skills (5%) Customer handling skills (5%)None (67%)
Sales and Service Staff (1% of employees in public services)	Advanced IT or software skills (30%)Customer handling skills (28%)Personal attributes (5%)None (22%)





80% of organisations involved in public services had arranged or funded off the job training in the 12 months prior to interview.  The key types of training provided were:

	Health and safety or first aid training (73%)
	Job specific training (72%)












Scope:Includes: Recreational, cultural and sporting (13,700)Other services activities (5,700)Activities membership organisations (4,500)Sewage/refuse disposal, sanitation, etc. (1,800)Between 1995 and 1999:Employment in Great Britain increase by 16%, but declined in Greater Merseyside by a net 9%, equivalent to a loss of 2,400 jobs.The most significant area for decline was within the recreational, cultural and sporting sub-sector were 3,700 jobs were lost.Halton, St Helens and Wirral experienced growth within this sector.	Business and Employment:It is estimated that there are 3,450 units, currently employing 25,600 people.This sector employs 5% of the Greater Merseyside workforce, the same as in Great Britain as a whole. 
Workforce Characteristics:58% of the workforce is female, compared to the national average of 53%.60% of employees work on a full-time basis.  However, three-quarters of males work full-time, compared to just over half of all females. 	Concentrations of the workforce:Greater Merseyside accounts for 2% of the Great Britain’s employment in this sector.The proportion employed within this sector varies across the districts:St Helens (5%)Liverpool (5%)Wirral (5%)Sefton (4%)Halton (4%)Knowsley (4%)




	Skills Gaps in the Existing Workforce

When questioned as part of the Greater Merseyside Employer Skills Survey, 17% of establishments involved in other personal services reported having broad skills gaps, i.e. the employer believed that not all of their staff are fully proficient.  The key areas where skills gaps were identified included: 

	Health and safety or first aid training (73%)
	Job specific training (72%)




The skill gaps resulted from the fact that employees had only been in the job for a short while (30%), the inability of the workforce to keep up with change (18%) and a reluctance to accept/make the most of training opportunities (23%).  Although 54% of establishments reported no particular problems are a result of possessing skills gaps, key impacts identified included difficulties in meeting required quality standards (36%), introducing new working practices (29%) and technological change (17%).

79% of companies took action to overcome skills gaps, with 60% providing further training.

	Skill Shortages Within the Labour Pool

At the time of the survey, 15% of manufacturing establishments had vacancies, 9% had hard-to-fill vacancies and 3% had skill shortage vacancies.  The key areas where skills shortages were identified included:

	Other technical and practical skills (58%)
	Customer handling skills (42%)

The skill shortage vacancies were the result of a low number of applicants having the required skills (90%) or the required attitude, motivation or personality (58%).  As with skill gaps, skill shortages impact directly on employers, with 83% believing that they have resulted in difficulties in meeting customer service objectives (49%) and a loss of business or orders to competitors (42%).
  




A change in the skills needs of the workforce is required in order to cope with the introduction of new technology, new working practices and in order to develop new products or services.  19% of establishments believe that there is no need for change in the skill needs of managers/professional and associate professional and technical staff.  71% indicated that there was no change required for personal service staff.  24% felt that there would be no skills need changes for administrative and secretarial staff.  The characteristics of these skill needs are shown in Table 36 (page 67).


Table 36: Future Skill Needs in Other Personal Services
Occupational Area	Skills Needs Identified(% of companies employing occupational group)
Managers/Professional and Associate Professional and Technical Staff (34% of employees in other personal services)	Advanced IT or software skills (21%)Management skills (19%)Customer handling skills (10%)None (19%)
Personal Service Occupations (21% of employees in other personal services)	Customer handling skills (9%)Team working skills (7%)Other technical and practical skills (6%)None (65%)
Administrative and Secretarial Staff (18% of employees in other personal services)	Advanced IT or software skills (17%)Basic computer literacy skills (13%)Oral or verbal communication skills (9%)None (41%)
Skilled Trade, Operations and Elementary Staff (18% of employees in other personal services)	Customer handling skills (9%)Other technical and practical skills (4%) Team working skills (2%)None (78%)
Sales and Service Staff (10% of employees in other personal services)	Customer handling skills (25%)Advanced IT or software skills (18%)Basic computer literacy skills (11%)None (27%)





48% of organisations in other personal services had arranged or funded off the job training in the 12 months prior to interview.  The key types of training provided were:

	Job specific training (57%)
	Training in new technology (50%)









Section 3 - Participation and Achievement

3.1   Participation by young people

Overall, 82% of young people in Greater Merseyside continued in some form of learning at the end of their compulsory education.  This varies from 61% in Knowsley to 92% in Sefton.  At least 3% of young people leave school at 16 and go into employment without any training.  These young people are less likely to have achieved a Level 2 by the end of their compulsory learning.  Figures from DfES show that participation in learning by young people is not significantly behind the national average.  However, this still means that more than 3,000 young people stop participating in learning when they leave school at 16.

Nearly two-thirds of Greater Merseyside young people continue into full-time education.  This ranges from 50% in Knowsley to 70% in Sefton and Wirral.  Nearly one in five (18%) go into work-based learning or are in employment with training.  One in five are employed without training, not settled (in some form of part-time learning or training), unemployed, or in some other way have dropped out of contact.  

The findings of the England and Wales Cohort Study considered results at a regional level.  It found that regions with very low staying on rates in full-time education had very high proportions of young people entering Government Supported Training (GST) and conversely those regions with very high staying on rates had low proportions in GST.  

Table 37 suggests that this trend is also apparent at a district level.  In Knowsley, over a fifth of young people enter work-based learning while only 50% stayed on in full-time education.  This contrasts with Wirral where only 7% entered work-based learning compared to 70% of young people continuing in full-time education.  


Table 37: Year 11 Pupil Destinations: 1999
Destination category	Halton	Knowsley	Liverpool	Sefton	St. Helens	Wirral	Greater Merseyside
Continued in F/T education	68%	50%	59%	70%	65%	70%	64%(12,760)
Work-based learning	5%	22%	14%	9%	15%	7%	12%(2,374)
Employed with training (incl. Mod. Apprentices)	9%	6%	4%	5%	5%	9%	6%(1,191)
Employed (without training)	3%	3%	3%	3%	3%	3%	3%(573)
Not settled (P/T Learning, P/T employment and unemployment)	11%	11%	11%	7%	7%	8%	9%(1,803)
Not settled (not active)	1%	1%	1%	 - 	2%	2%	1%(182)
Moved out of contact	1%	3%	3%	2%	2%	1%	2%(461)
No response	2%	4%	5%	4%	1%	1%	3%(645)
Total	1,620	1,954	6,138	3,754	2,257	4,266	19,989
Source: Local careers companies

Particular groups of young people are less likely to participate in learning.  National research suggests that young people with disabilities are twice as likely to not participate in post-16 learning.  Teenage mothers are less likely to participate in learning, and local evidence suggests that in parts of Greater Merseyside there are higher rates of teenage pregnancy than in the country as a whole.  


Spotlight on Factors Affecting Post-16 Decisions

In November 1996, the NFER embarked on a large one year study of the factors that affect young people’s decisions about post-16 education.  

	Questionnaire responses revealed that a quarter of Year 11 pupils intended to leave full-time education at 16.  
	31% of Year 11 boys said were planning to leave full-time education at 16, but only 20% of Year 11 girls said the same.  
	Between pupils intending to leave full-time education and pupils intending to continue, there were differences in terms of parental occupation status.  Those from professional, managerial or technical backgrounds were more likely to continue in education than others, and those from partly skilled or unskilled manual backgrounds were more likely to leave than others.
	The formal qualifications that pupils obtain at the end of compulsory schooling have been found to be the most powerful predictor of further educational participation, whereby the better the qualifications, the more likely is a young person to continue.  This research showed that the vast majority (85%) of Year 11 pupils planning to leave expected to achieve grades D - G, a mixture of grades or mostly ungraded results at GCSE.  The differences between these groups and those who expected to achieve mostly A - C grades (and who were more likely to stay on) were significant.
	Of those Year 11 leavers who were intending to leave school at the end of the year, 64% said they were most likely to go to a full-time job which includes training, and most of the remainder said that they were likely to be in a job (i.e. without training).  A significantly higher proportion of girls than boys said that they anticipated being in a job that includes training.
	A lower proportion of those who were intending to leave full-time education (63%) than those who were intending to continue (73%) knew what job or career they would like to have.
	Over 40% of those that were intending to leave full-time education said that they wanted to leave to get a job to start earning money, or that they would prefer to work and do some part-time training.  The desire to get a job was uppermost, rather than the need to get a job.  Those less prominent, other reasons cited included not liking school, and not wanting to go to college (with over a quarter of respondents stating those reasons).  More specific negative comments about school per se were not as evident, and more practical considerations were seldom reasons for not continuing in full-time education.  Very few pupils felt that the views or actions of friends or family had influenced their decision.
	When asked what factors may persuade pupils to stay in full-time education, between one in four and one in five Year 11 pupils said they would definitely would be persuaded to stay on at school or go to college if there were no jobs available, if they got better GCSE results than expected, or if there was a grant or allowance available.  Around a third said that different teachers or that friends staying on would definitely not make a difference to their decision.  

Source: NFER, 1998
Research based on the England and Wales Youth Cohort Study suggests that the choice at the end of Year 11 as to whether or not to continue in full-time education is influenced by:





	Peer group and local area effects.

GSCE Results
As the NFER study also highlights, GCSE results are key to understanding the paths that young people take through post compulsory education.  Those with higher GCSE results are more likely to continue in full-time education.  In Spring 2000, Year 12 A/AS students had a mean total GCSE point score of 54, while Level 3 vocational students had a mean GSCE point score of 41.  On average, the students with the poorest GCSE results were vocational students on Level 2 or Level 1 courses and those who were taking only GCSE resits.  Having good GCSE results strongly increased the probability of a full-time Year 12 student staying in full-time education until the end of Year 13.

Gender
Generally young women achieve better GCSE results than young men.  Females are more likely to continue in full-time education at age 16.  Overall, in England and Wales, approximately 75% of young women stay on in full-time education compared to 68% of young males.  For young people with five or more A - C grades at GCSE, the sex gap is quite small, but the gap widens as the results get poorer.  

In terms of the type of course studies in Year 12, because female students have on average better GCSE results than males, they are more likely than males to be on A/AS level courses in Year 12.  However, comparing young people with similar GCSE results, male students are a little more likely than female students to take A/AS courses and female students are a little more likely than male students to take vocational courses.   Males are more likely to go into full-time work or GST.  In terms of retention within full-time education, female Year 12 students were significantly more likely to stay until the end of Year 13 than male students.

Ethnicity    
Within minority ethnic communities, the decision to continue in full-time education is influenced less by GCSE results.  Amongst members of minority ethnic groups there is an average 86% retention rate compared to 69% for white students.  Young people of Indian origin did on average much better in GSCEs than white students, while young black people and those of Pakistani or Bangladeshi origin did much worse.  Young people of other ethnic origins (including Chinese) also tended to have very good results.  

For those young people from minority ethnic groups where there is a strong emphasis on academic achievement (e.g. those of Indian or other including Chinese or mixed origin), the decision to continue full-time education post-16 is probably a very positive choice that reflects personal and family preference and their high achievement in GCSE.  For other ethnic groups, notably young blacks and people of Pakistani or Bangladeshi origin, who on average have quite poor GCSE results, the decision to stay on may sometimes be a response to restricted opportunities in the youth labour market.  All four main minority ethnic groups have odds of staying on the end of Year 13 that are between two and three times as great as those for white students.

Home Background
Young people with very good GCSE results are very likely to stay in full-time education after age 16 regardless of their home background, but for young people whose GCSE results are not so good, home background has a considerable effect.  Attainment at GCSE partly explains the trends outlined below since children of more prosperous parents tend to attend more successful schools than the children of poor parents.  







A summary of the impact of home background is illustrated in Table 38 below:

Table 38: The Impact of Home Background on GCSE Results and the Proportion of 16 year olds Continuing in Full-Time Education: 2001






	One or both has a degree	48.9	86
	One or both has A levels	42.0	75




Source: Patterns of Participation in Full-Time Education after 16: An Analysis of the England and Wales Youth Cohort Survey

Amongst those whose parents are employed within a higher level occupation, the proportion of young people continuing in full-time education is approximately 82%.  This falls to 69% for those whose parents are in a middle level occupation and to 60% for those with lower level occupations.  A factor that may influence the decision to not to continue full-time education post-16 is that parents who themselves work in manual occupations may be more aware than parents in higher occupations of the opportunities that exist for work-based vocational training, and they may place a higher value on craft occupations.  Greater Merseyside has lower than the national average proportion of its working age population employed within higher level occupations (33% compared to the national average of 37%), and 49.7% employed in middle level occupations compared to the national average of 45.9%.  In terms of staying on to complete the end of Year 13, parental occupation does not appear to be influential.

Parents with qualifications are more likely to encourage their children to continue in full-time education post-16 despite poorer GCSE results since they themselves have had a good education.  Of those whose parents are educated to degree level, 86% are likely to stay on compared to 75% of those whose parents are educated to A level standard and only 70% of those whose parents do not have any Level 3 qualifications.  The working age population of Greater Merseyside is typically less well qualified than the national average.  Only 19% of Greater Merseyside’s working age population hold Level 4 qualifications compared to the national average of 23%.  The proportion is even lower across the districts, with Knowsley (12%), Halton (15%) and St Helens (17%) having below the Greater Merseyside average.  The children of parents who have A levels are less likely to stay to the end of Year 13 than the children of parents with degrees, and the children of parents who had neither of these qualifications are less likely to stay than either.  

77% of 16/17 year olds living in owner occupied housing were in full-time education compared to just 54% of those living in rented accommodation with students living in rented housing being less likely to stay on until the end of Year 13 than students living in owner occupied accommodation.

Peer Group and Local Area Effects
The effect of local area provision should not be underestimated.  GCSE results for independent schools suggest that over 80% of pupils attain five or more A - C grades, compared to approximately 45% in state schools.  Comprehensive schools with sixth forms tend to have better GCSE results than comprehensive schools without sixth forms, with a difference of about 4 percentage points in the proportion getting five or more A - C grades.  Since the typical prerequisite for A level study is five or more A - C grades, this places young people who attend independent schools at an advantage when opting to continue full-time education at Level 3. 

The type of school that young people attend in Year 11 is a very strong determinant on their place of study in Year 12.  A large majority of pupils in selective and independent schools who continue their full-time education after 16, attend a school sixth form – usually in the same school where they spent Year 11.  In comprehensive schools with sixth forms, just over two-thirds of continuing students stay on in a school sixth form while a quarter move on to an FE college; relatively few move to a sixth form college.  A third of continuing students from comprehensive schools without sixth forms move to sixth form colleges and around half go to FE colleges.  Sixth form colleges draw about three-quarters of their full-time Year 12 students from comprehensive schools without sixth forms and only a fifth from comprehensive schools with sixth forms, while FE colleges draw much more equally from these sources.

Given the fact that A level students are much more likely to opt for school sixth forms or sixth form colleges than for FE colleges which tend to offer more vocational courses, it is not surprising that Year 12 students in sixth forms and sixth form colleges had on average much better Year 11 GCSE results.

Where it is not possible for young people to remain at the school where they studied Year 11, those wishing to continue in full-time education have no option but to transfer to an alternative institution.  It is possible that the deterrent effect of being forced to transfer to a new institution after 16 is particularly likely to discourage low achievers from staying in full-time education.  However, for those wishing to resit their GCSEs, the positive benefits of transferring institutions include the fact that the student has a new teacher who has no prior expectations of the student, and there are no memories on either side of unhappy experiences in Year 11. 


Provision of Post-16 Education

As discussed above, the local area provision has a significant role to play in the post-16 decision.  

On a national basis, approximately three-quarters of 16 - 18 year olds are involved in education and training.  In Greater Merseyside there are an estimated 40,000 young people in the two year cohorts (i.e. aged 16 - 18).  Table 39 gives a snapshot of the provision for those in education. 

Table 39: 16 – 18 Education Provision: 1999











Looking specifically at those who continued in education in Greater Merseyside, approximately 40% attend school sixth forms (maintained either by the LEA or independently) and 60% attend FE colleges.  While the proportion remaining in sixth form is similar to the national picture, a lower proportion attend independent schools.  In Greater Merseyside, 3.5% of continuing students attend independent schools compared to the national average of 8%.

The average number of 16 – 18 year olds in each LEA school is 146, the average number in each college is 1,739, the average number in each independent institution is 136.  


Participation in Full and Part-Time Education

Figure 9 below indicates how participation in learning fluctuates by district and across time.  The figure only describes education and excludes those that might have been engaged in other forms of learning.  However, it is currently the only available time series data available and is included for indicative purposes only.

Figure 9: Participation in Full and Part-Time Education at Age 16: 1994 - 1999
Note – Figures for Halton only available from 1998/99
Source: DfES
Table 40 includes the latest available data on learning participation of 16 year olds.  Overall, Greater Merseyside has a rate equal to that of the North West, and very close to that of England.  However, similar to achievement results, there are district differences with Sefton, St Helens and Wirral having participation rates ahead of the England average and Halton, Knowsley and Liverpool behind.  

It should be noted that this table is compiled from different sources to that used for the destination figures before, and therefore there are discrepancies, most notably in the Government Supported Training (GST) figures for St Helens and Knowsley.  

Table 40: Participation in Education and Training of 16 year olds (%): 1998/99
	Full-time education	GST	Other part-time education	Total education and training (less overlap)












The following table replicates the information for those aged 17.  The greatest difference between the data for 16 and 17 year olds is the decrease in those attending maintained schools.  It is possible that this decrease could be partly explained by students completing resits or returning to school for one or more GCSEs.  Additionally, there is likely to be an increase in GST.  Overall, there is a decrease of young people in some form of learning of nearly 10% (around 1,800).  

Table 41: Participation in Education and Training of 17 year olds (%): 1998/99
	Full-time education	GST	Other part-time education	Total education and training (less overlap)












Appendix 4 gives an indication of student numbers (all ages) in full and part-time education.


Characteristics of 16 - 18 year olds Studying at Greater Merseyside Institutions

	There were 22,923 16 – 18 year old students in Greater Merseyside colleges in 2000/01, the majority of them aged 16 or 17.  

	49.3% of 16 - 18 year olds studying at Greater Merseyside area institutions are female, and 50.7% are male.  This reflects the population within the area.

	Over 3% of students in the age group were from an ethnic minority background.

	5.2% of students consider themselves to have a learning difficulty and/or disability whilst 88.9% do not.  5.9% of students did not provide any information.  






Work-Based Learning for Young People

The provisional statistics outlined in Appendix 4 show that there are more than 7,000 young people on work-based learning, 58% of them men and 42% of them women.  Most of these trainees are working towards an NVQ Level 2.

Approximately 2% of trainees are from non-white ethnic minority groups, a proportion that is broadly in line with the population overall (as indicated at the 1991 Census).

In most cases, trainees follow occupational routes traditionally associated with their gender.  For example, of the 1,527 young people training in engineering, only 14 were female.  Of the 1,085 young people training in construction, only 13 were female. 


Youth Trainees: Early Leavers

The DfES Early Leavers Study 1999 aimed to examine the characteristics of those who left Youth Training early and to investigate young people’s reasons for leaving early.  The main findings were:
	Early leavers were more likely to have non-employed status than employed status, more likely to be aiming for Level 2 than other levels, and have longer planned lengths of stay (up to lengths of stay of 2 years);  
	The opportunity to gain a qualification whilst working and earning money was seen by early leavers as the most positive aspect of YT;
	The most common reasons for leaving early reported by trainees were they obtained a job, they were not earning enough money, and they were not getting the training they wanted;
	A good experience while on employer placements was critical to the perceived success of the programme and a key determinant of completion.

Source: DfES Research Brief No. 81

We estimate current participation in learning of 16 - 18 year olds to be 46,500. 48% of these are in further education, 25% in school sixth forms and 17% in work-based learning. 






Approximately 20,000 young people resident in Greater Merseyside leave compulsory schooling each year.  Of those, around 18,500 are from the Local Education Authority (LEA) sector.  Table 42 below outlines the distribution by district and the number of young men and women involved.

Table 42: Number of 15 year old Pupils in Maintained Schools in Each LEA, at Start of 1999/00 Academic Year*










*excludes those outside the LEA sector
Source: DfES

51% of young people in Greater Merseyside are men and 49% are women, the same proportion as in the UK overall.


Learning Achievement Before Age 16 

All pupils aged 5 - 16 in state schools must be taught the National Curriculum.  The National Curriculum is divided into four ‘Key Stages’.  At the end of each Key Stage, pupils take the corresponding national tests.

At the end of Key Stage 2 (age 11), pupils are tested in English, maths and science.  Level 4 is the level of achievement expected (not an average) of pupils at the end of Key Stage 2.  The results, as shown in Table 43 (page 77), show performance in parts of a subject.  These results provide evidence of how pupils and schools are doing in relation to the national standard in particular subjects.

As can be seen from Figure 10 (page 77), three of the LEAs meet or exceed the national average in achievement of Level 4.  Sefton, St Helens and Wirral exceed the national average in all subjects.  This would suggest that 11 year olds in these three LEAs have a firm foundation to build on for future academic achievement.

The achievement of 11 year olds in Greater Merseyside compared to the national average has followed a broadly similar pattern over the last five years.  


















In Halton, performance in English and maths is slightly below the national average, and in science, slightly above.  However, in Knowsley and Liverpool, achievement in English, maths, and science is already behind national achievement by age 11.  Therefore, pupils in Knowsley and Liverpool have significant progress to make during their secondary school years in order to close this gap.  
















As can be seen from Figure 9, Sefton, St Helens and Wirral meet or exceed the national average in achievement of Level 5 in English and maths.  In science, only Sefton and Wirral exceed the national average.  

Figure 11: Achievement at Key Stage 3 Compared to the England Average: 2001
Source: DfES






Learning Achievement at 16

The key measure of young people’s success at age 16 is the number of GCSEs that they have achieved.  In the Greater Merseyside area, qualifications are generally lower than the England average as illustrated in Table 45. 

Table 45: Achievement at Age 16 Summary: 2001













Targets for England for 2002:
50% of 16 year olds getting 5 higher grade GCSEs
95% of 16 year olds getting at least 1 GCSE

For Greater Merseyside overall, 43.4% of pupils leaving Year 11 in 2000/01 achieved five or more GCSEs grades A*-C, falling below the England average of 50% achieving this target.  

The breakdown of results by gender confirms that female pupils have higher levels of achievement than males.  In Greater Merseyside, 48% of female 16 year olds achieved five A* - Cs at GCSE compared to 39% of males.  6% of young women failed to achieve any passes at GCSE compared to 9% of young men.
  
At district level, there is a large variation in performance.  Sefton and Wirral reported results above the England average in terms of the proportion of students achieving five or more GCSE grades A*-C. Halton, Liverpool, and to a greater degree, Knowsley, were well behind the England average for this measure.

At present, 94.5% of 16 year olds in the country achieve at least one GCSE grade A* - G.  The England target is 95%.  Table 44 above demonstrates that Greater Merseyside (93%) falls below this target.  Of the LEAs, only Halton and Sefton exceed the target.









Worthy of note is Halton where the first target of five or more GCSEs grades A* - C was significantly below the England average, but for the other measures, the England average is exceeded.  Liverpool, and to a greater degree, Knowsley, were well behind the England average for all measures.

 
Improvement in GCSE Results

Since 1998, GCSE results have generally improved with a higher proportion of pupils achieving five higher grade GCSEs and a smaller proportion achieving no passes.   

Table 46: LEA Average * Improvement Measures (1998 - 2001)










Note: The LEA average data is based on all state school including special schools and CTCs.  For this reason, results differ from those in Table 45.


The figures released in the Secondary School Performance Tables 2001 (summarised in Table 46) suggest that higher grade GCSE achievement in all the LEAs has improved at a greater rate than the England average.  The greatest rate of improvement occurred in Knowsley which has the lowest proportion of pupils achieving five or more higher grade GCSEs in the country.  However, a dramatic improvement in performance is required if Knowsley is to achieve the national target level of higher grade passes in 2002.

Improvement in the proportion achieving at least one GCSE can also be seen, with all LEAs seeing significant decreases in the proportion of pupils achieving no passes.  The exception to this is St Helens LEA.  Although the proportion with no passes decreased between 1998 and 2001, it did so at a lower level than the national average. 


Striving to Attain National Targets

With results at Key Stage 3 showing signs of improvement, it is plausible that these results will translate to greater GSCE success.  

	50% of 16 year olds getting five higher grade GCSEs

In 2001, 43.3% of pupils achieved five or more GCSEs at A* - C.  A grade breakdown of the 2001 GCSE results (Table 47) suggests that there are 926 young people who obtained four A* - C GCSEs.  These people were the closest to achieving the national target for young people of five higher grade GCSEs.  With resits, these young people could most easily be expected to attain an additional GCSE grade C or above enabling Greater Merseyside to attain the national target.
   
Table 47: Performance of Pupils by Exam Results, Maintained Schools, % Gaining GCSEs A* - C: 2001
	Number of GCSEs grades A* - C










	95% of 16 year olds getting at least one GCSE

In 2001, 93% of pupils achieved at least one GCSE in Greater Merseyside.  This equates to approximately 1,400 pupils who failed to gain any passes at GCSE.  In order to attain the national target, an additional 400 pupils need to gain at least a grade G.

Results for 2001 reveal that Greater Merseyside is 2.8 percentage points below the England average for this measure.  A grade breakdown of the results (Table 48, page 82) suggests that there are 332 young people who obtained four A* - G GCSEs.  These people were the closest to achieving the unofficial national target for young people to obtain five GCSEs at grades A* - G.


Table 48: Performance of Pupils by Exam Results, Maintained Schools, % Gaining GCSEs A* - G: 2001
	Number of GCSEs grades A* - G











Measuring Value Added – The Cohort’s Prior Achievements ​[4]​


As an alternative to this measure, some indication of performance by the cohort at 14 and 16 can be gained by comparing the proportion achieving the expected level at Key Stage 3 with GCSE/GNVQ results.  The LEA’s performance at each level has been compared to the England average.  





Figure 13: Educational Achievement (English)

Source: DfES 
Note: Based upon National Curriculum Key Stage 3 results (1999) and GCSE results (2001).  

Wirral and Sefton are the only LEAs where achievement has not fallen compared to the England average between ages 14 and 16.  All other LEAs experienced a drop off in English between Key Stage 3 and GCSE, with pronounced drop offs being experienced in Halton, Knowsley and Liverpool.

Figure 14: Educational Achievement (Maths)

Source: DfES 
Note: Based upon National Curriculum Key Stage 3 results (1999) and GCSE results (2001).  

Comparing achievement in maths reveals that once again Sefton is the only LEA not to experience drop off.  Notably St Helens equalled the England average at Key Stage 3 in maths, but failed to do so at GCSE.

Figure 15: Educational Achievement (Science)

Source: DfES 
Note: Based upon National Curriculum Key Stage 3 results (1999) and GCSE results (2001).  

All the LEAs except Wirral experienced drop off between Key Stage 3 and GSCE.  At Key Stage 3 St Helens and Sefton achieved above the England average for science, but failed to so at GCSE.

Poor results in each of the three subject areas can be partly explained by factors discussed in the England and Wales Youth Cohort Study (summarised pages 70-72). 
 
	Halton, Knowsley and Liverpool are the three most deprived districts in Greater Merseyside, appearing within the top twenty most deprived districts in England. 
      (Indices of Deprivation – see Tables 20 and 21).
	Unemployment levels in Knowsley (8.8%) and Liverpool (6.8%) are significantly higher than the England average (2.9% in December 2001).  With both areas also have above average levels of long-term unemployment (27.6% and 26.9% respectively compared to 18.6% in England).
	The 1991 Census indicates that Knowsley and Liverpool have above Merseyside average levels of households in the lowest social classes.  Knowsley has 27% of households in social classes 4 and 5, and Liverpool has 26%.  Across Merseyside, the proportion is 22%.
	43% of the UK’s working age population had attained NVQ 3 or above in March 2000.  The proportion across the districts is significantly lower, with Knowsley (28%), Halton (30%) and Liverpool (37%) having below the Greater Merseyside average.








How the Cohort’s Results Compare to Those From This Year…

Key Stage 3 results from this year can be used to make some assumptions about the pupil’s future performance at GCSE.  Having a firm foundation at Key Stages 2 and 3 means that pupils are more likely to perform well at GCSE.  The general increase in the proportions achieving Level 5 or above at Key Stage 3 between 1999 and 2001 sets the stage for general improvements in attainment at GCSE.  

Table 49: Percentage Achieving Key Stage 3, Level 5 or Above
	English	Maths	Science










The figures suggest that there has been considerable improvement in the Key Stage 3 English performance in St Helens and Wirral, with 14% more pupils attaining Level 5 or above.  This places the LEAs above the England average.  

Key Stage 3 maths results have improved in all the LEAs except Sefton.  Significantly, the proportions of pupils achieving Level 5 or above in Knowsley, St Helens and Halton have increased by more than 10%.

Sefton has had achievement levels above or equalling the England average.  However, the proportion achieving Level 5 or above in English actually fell over the two year period and remained the same in maths.  

In science, there has been a significant increase in all the LEAs in the proportion of pupils attaining Level 5 or above at Key Stage 3.  The greatest improvement over the two year period was in Knowsley.  In 1999, just over a third of pupils achieved Level 5 or above, but two years later the figure has risen to half.  Rising standards across England mean that despite the improvements, in Knowsley, Liverpool and Halton there is still a long way to go if the LEAs are to be on a par with the England average.








Figures 13 to 15 (pages 83-84) demonstrate that in all LEAs, achievement of pupils deteriorates between age 14 and 16.  In St Helens, Sefton, and Wirral, achievement at age 14 is above the national average, whilst achievement of five or more A*-C GCSEs is behind.  In Knowsley and Liverpool, whilst the achievement of 14 year olds is someway behind the national average, by age 16, this gap has widened significantly.  It can therefore be suggested that there is a clear drop off in achievement across Greater Merseyside during this phase of secondary education.

There is a clear message from the evidence provided in this section that learning achievement in Greater Merseyside falls below that of the average for England.  Closing that gap is a key factor to the future economic prosperity of the area.

The evidence shows a significant fall in achievement between Key Stage 3 tests at age 14 and GCSEs at age 16.  In Knowsley for example, more than one in ten young people were leaving school with no GCSEs, and nearly two in ten young people there left with fewer than five GCSEs.

The development of the 14 – 16 curriculum into vocational areas could have a significant impact on achievement in the Greater Merseyside.  The popularity of the work-based post-16 route in Knowsley is indicative of the latent demand.  

The national studies on staying on rates summarised above indicate the enormous task facing the deliverers of learning in the area to increase participation and raise achievement.  The NFER study indicated that young people from professional, managerial or technical family backgrounds were more likely to continue in education than were others.  Greater Merseyside has a lower proportion of residents in these occupations when compared to the national average.
 
It is unlikely that faced with the social and economic background of the area as it stands that Greater Merseyside will achieve learning outcomes that better the national average, however it is feasible to aim to considerably narrow the gap.  Recent improved exam results in Knowsley suggest that this is possible.





Learning Achievement at 18

Performance Tables for the post compulsory education age group of 16 - 18 also show a general lag behind the England average, although in some LEAs, results are very similar or slightly above the average.

Table 50: Achievement at 18 Summary: 2001 (Provisional)











Source: School and College (Post-16) Performance Tables, DfES 

Note:	A/AS level points score:
	Grade			A	B	C	D	E
	GCE A level points	10	8	6	4	2	






The key statistic in Table 49 is the combined average point score of all A levels and GNVQ students, i.e. the sum of all GNVQ and A/AS scores divided by the number of 17 and 18 year olds on the institution roll at the start of the spring term.  The results for 2001 suggest that only Sefton and Wirral achieve average point scores above the England average.  St Helens is only just below.










Results for students in studying post-16 vocational qualifications suggest that in Greater Merseyside 80.5% of students achieve advanced level and 67.5% achieved intermediate level.  In each instance, this is above the England average.















Knowsley, Sefton and St Helens all achieve equal to or above the England average proportion of students achieving advanced vocational qualifications.  Halton, Liverpool and Wirral all achieve equal to or above the England average proportion of students achieving intermediate level vocational qualifications.
 
Some young people are failing to achieve because they do not reach the end of their course.  Retention rates vary across all providers: for example, retention in the FE sector in Greater Merseyside ranges from 75% - 93%.  A breakdown of retention rates in further education establishments is given in Appendix 4.  In the two recent area inspection reports, poor retention rates were identified as a key weakness in the work-based learning programme.


3.3   Participation of adults

Nationally, it is estimated that around 26% of the working age population have not undertaken any form of learning in the last three years.  Locally, indications are that around 224,000 aged 16 to retirement age have not undertaken any learning in the past three years, a higher proportion than nationally.  

Figure 17:  Proportion of Adult Learners (aged 16 – 69): 2000

Source: Local Labour Force Survey, National Statistics

Some groups are less likely to participate than others.  Nationally, the participation rate for adult learning is 77% for men, compared to 71% for women.  In Greater Merseyside it is 76% for males and 72% for females.  Women’s lower participation in the labour market probably explains this, given the role of the workplace in driving learning.  Additionally, women are significantly under represented in learning at NVQ Level 3.  






Both taught and non-taught adult learning	51.7	48.9	50.3	429,000
No adult learning	24.5	28.3	26.3	224,000
				
Some form of adult learning	75.5	71.7	73.7	628,000
Note: Figures for ‘some form of adult learning’ are derived from the ‘no adult learning’ figure.
Source: Local Labour Force Survey, National Statistics


Participation in learning is also influenced by age.  The national participation rate for 18 – 24 year olds is 86%.  As retirement approaches, the rate drops to 66% (55 – 59 year olds).  There is a marked decrease in participation rates after the age of 60 which is again probably largely due to the decreased participation of the older groups in the labour market.  People over the age of 50 represent less than 10% of people in training, although they represent 30% of the working age population.  However, people are living longer, and working longer: approximately 16,000 Greater Merseyside residents are over retirement age and still in employment.  Participation by age in Greater Merseyside is given in Table 53.

Table 53: Greater Merseyside Participation in Adult Learning by Age: 2000




Both taught and aon-taught adult learning	28.8	54.9	53.5	19.3	38.4	453,000
No adult learning	-	14.3	23.9	54.0	34.7	410,000
						
Some form of adult learning	-	85.7	76.1	46.0	65.3	771,000
Note: Figures for ‘some form of adult learning’ are derived from the ‘no adult learning’ figure.





According to the Local Labour Force Survey 2000, 96,000 people of working age in Greater Merseyside had received job related training in the four weeks prior to interview.  Of these, 95,000 were employed or self-employed.  There are, however, inequalities in workforce training.  There is a tendency that those already qualified tend to receive more training than those without.

The proportions of people in the Greater Merseyside area receiving job related training in the four weeks prior to interview were below the national averages.

Table 54: Job Related Training: 2000
	Greater Merseyside	Great Britain
	Number	%	%
All working age receiving job related training	96,000	10.5	11.9
Male working age receiving job related training	47,000	9.9	11.3
Female working age receiving job related training	50,000	11.4	12.5
All aged 25 – retirement receiving job related training	74,000	9.9	11.2
Employed/self-employed receiving job related training	95,000	16.1	15.8
Employed/self-employed in managerial/professional occupations receiving job related training	48,000	22.7	20.8
Employed/self-employed in service industries receiving job related training	77,000	17.3	17.7
Source: Local Labour Force Survey, National Statistics





Employers’ and Employees’ Commitment to Learning

DfES case study research has shown that employers provide training and development for one of three main reasons:
	Vision: investment in people;
	Utility: training creates greater efficiency and effectiveness;
	Culture: positive impact of learning on loyalty, commitment, self esteem and motivation.

Individuals wanted to engage in learning because: 
	They improve their ability to do their job;
	It increases the possibility of a more responsible job and therefore more pay;
	It maximises both employability and their value to the organisation.






Evidence on the wage returns from work-based training provides an interesting insight into the scope which exists for individuals to benefit from additional workplace learning.  One study shows a 3.6% increase in male earnings resulting from on the job training provided by an individual’s current employer, and an increase of 6.6% resulting from off the job training.  Returns are higher when the training leads to a qualification – between 12 and 15%.  There is also evidence that the wage return from training is higher (in percentage terms) for workers with lower prior qualifications than it is for more highly qualified workers, but these groups are less likely to be offered training.

Source: National Skills Task Force


Uptake of Adult and Community Learning  

Local authorities provide a range of learning opportunities for adults.  Opportunities fall into two categories – those that do lead to academic or vocational qualifications and those that do not.  Although not leading necessarily leading to a qualification, the courses cover a wide range of topics including vocational, social, physical and recreational training, as well as organised leisure-time occupation provided in association with such activities.  The enrolment rate for adult education courses varies by LEA.  The following is an indication of the proportion of 19 - 59 year olds enrolled on courses in November 2000:
 





Enrolment rate 1 – 1.99%
Sefton






The enrolment rate for individual LEAs ranges from 0% to 6% with LEAs in Greater Merseyside having rates below 3%.  A number of factors may be involved in explaining the differing rates.  These include the nature of provision including location and alternative venues in neighbouring LEAs, the type of courses offered (subject area, time of day, mode of delivery, duration, whether or not the course leads to a formal qualification etc), local initiatives, age and gender.  The following trends were observed in the national survey:

	65% of enrolments are in courses not leading to a formal qualification;
	24% of enrolments are made by individuals aged 60 or over;
	70% of enrolments on courses leading to a formal qualification are by females;
	25% of enrolments on courses that do not lead to a formal qualification, are by men;
	There are slightly more enrolments on daytime course (52%) than on evening and distance learning course (48%).


Features of Adult Learners

The National Adult Learning Survey, the most comprehensive national survey of its type ever undertaken, involved interviews with a random sample of over 5,500 adults in England and Wales in 1997.  Those respondents who had left full-time education and who indicated they had done some learning of any type in the past three years, including learning for leisure activities, were classified as ‘learners’.
	Nearly three-quarters of those who had left full-time education were learners. 
	Over eight in ten of all adults who had left full-time education and were under 40 years of age were learners. 
	Over three-quarters were in paid work. 
	Only 8% were looking after family or home and only 5% were unemployed and available for work. 
	Over two-thirds of partly skilled workers were learners. 
	Half of all unskilled workers were learners.
	The higher the qualification obtained on leaving school, the more likely they were to be learners.

Source: National Adult Learning Survey 1997

Features of Non-Learners 

The Adult Learning Survey 1997 defined those respondents who indicated they had not done any learning in the past three years were classified as 'non-learners'.
	Considerably more women than men were non-learners.
	The mean age of non-learners (48.6 yrs) was older than that of learners (39.7 yrs). 
	Less than four in ten were in employment. 
	Nearly a quarter were looking after family or home.
	Non-learners were mainly in: craft and related occupations (18%); plant and machine operatives (17%); clerical and secretarial (14%); personal and protective services (12%); and sales (10%). 
	Nearly two-thirds of non-learners were in the lower socio-economic groupings: skilled manual (29%); partly skilled (24%); and unskilled (11%). 
	About eight in ten left school aged 16 or less.
	Six in ten had obtained no qualification by the time they left full-time education. 
	Only 6% had received guidance about learning opportunities. 
	Eight in ten said they were unlikely to do any future vocational or non-vocational learning. 
	A high proportion had negative or neutral attitudes to learning. 
	Half said nothing would encourage them to do some learning. 
	A minority said they might be encouraged to learn if available courses were different (12%), or if their employment situation was different (12%).


The reasons non-learners gave for not participating in learning are shown Figure 18.

Figure 18: Reasons Why Adult Non-Learners Do Not Participate in Learning

Source: National Adult Learning Survey 1997






	Greater Merseyside remains an area facing enormous challenges to upskill its workforce.  This stems from the legacy of decades of industrial change, whereby many people who began their working life in the ‘jobs for life’ culture of the 1950 - 70s could do so with few qualifications and now lack the basic skills, aspirations, self-belief and often the opportunity to broaden their horizons through learning.







Table 55: Adult Achievement of Level 3: 1998/99 (thousands)













Table 56: Adult Achievement of Level 4: 1998/99 (thousands)













The Local Labour Force Survey 2000 indicates that 44% of economically active people aged between 18 and retirement have achieved a Level 3 qualification (46% in England overall).  Across Greater Merseyside, the proportion of adults with a Level 3 or higher qualification varies from 36% to 47%.

In Greater Merseyside, 22% of people of working age have no qualifications (16% across England), compared to 14% of those who are economically active.


Table 57: Adult Qualification Achievement: 2000
Economically active persons of working age	Greater Merseyside	England
No qualifications	14	12
Level 1 or above 	86	88
Level 2 or above	63	63
Level 3 or above	44	46
Level 4 or above	24	27





Nationally, figures suggest that some ethnic groups have lower levels of achievement. For example, less than 25% of African-Caribbean boys achieve five GCSEs (A* - C) compared to nearly 50% of all white pupils.  Amongst youth trainees, young people from minority ethnic groups are less likely to obtain qualifications and jobs.  Post-16 educational achievement also varies, with 74% of white students in colleges achieving a Level 3 qualification, compared to 69% for Indian students (the next best performing ethnic group) and 59% for Black Caribbean students (the lowest performing ethnic group).










A minimum level of literacy and numeracy ability is necessary to undertake basic tasks, which are often taken for granted.  

By basic skills, we mean 'the ability to read, write, and speak in English (within the UK context), and to use mathematics at a level necessary to function and progress at work and in society in general'. 

This level of skill is fundamental to finding and maintaining most jobs.  Recent changes in the labour market have increased the workforce’s requirement to have adequate basic skills as unskilled jobs have decreased.  Those who lack these basic skills are increasingly likely to become and remain unemployed.  Basic skills are also needed order to learn and develop higher level skills and to gain benefit from education and training.  Unless those who lack basic skills are given specific help, it is unlikely that they will be able to improve their position in the labour market.

There are a significant number of adults in Greater Merseyside who lack the necessary basic skills.  Almost 29% of working age adults (259,000 people) have poor numeracy skills, and more than 27% have poor literacy skills (245,000 people). 













Table 58: Estimates of Population 16-60 with Poor Literacy Skills as a Percentage: 2001









Source: Basic Skills Agency

Table 59: Estimates of Population 16-60 with Poor Numeracy Skills as a Percentage: 2001













Section 4 - Learning Infrastructure

4.1   Colleges

There are 16 organisations in Greater Merseyside delivering further education (FE) funded by GMLSC, of which there are 11 colleges, 2 LEAs, 1 HEI and 2 institutions. Of the colleges, 7 are general FE colleges and 4 are sixth form colleges.

In 2000/01, 136,426 students attended these institutions.  Table 59 below shows the breakdown of these students by age and full and part-time status.  In recent years, we have seen an expansion in FE, with growth in numbers of 28% over the last four years.

Table 60: Students in FE: 2000/01
























Full-time part-year students are counted as part-time
Total all students includes those under 16
Source: ISR20

A wide range of different subjects are available within the FE sector, with at least 70 subjects (sub programme level) offered.  Retention and achievement rates, although generally at or above average, do vary.  For full-time courses, retention varies from 79% -  95%.  Achievement across all courses varies from 67% - 91%.





4.2   Schools

There are 148 secondary schools in Greater Merseyside, including 39 special schools.  Of the 109 mainstream schools, 72 have their own sixth forms.  There are 33 faith schools providing 16 - 18 education.  There are also 17 special schools, offering provision for 16 - 18 year old young people with learning and/or physical disabilities.  Approximately 11,570 16 - 18 year olds were studying in schools across the sub-region in 2001.  Table 61 shows the breakdown of pupils in schools. 

The size of school sixth forms varies across Greater Merseyside.  Excluding special schools, sixth form sizes range from 15 – 440 pupils.  32 schools have sixth forms with less than 150 pupils.  There does appear to be a correlation between the size of a sixth form and the performance of its pupils, as set out in Figure 17 (page 101).  However, we need to ensure that any assessment of provision takes into account the value added a school gives to its students.













Total all schools  	8,808	10,591	34,208	12,453	20,968	24,778	111,806
Source: Annual Schools’ Census (Form 7) 









4.3   Work-based learning provision

Within Greater Merseyside, a higher proportion of school leavers enter work-based learning than nationally (13% in Greater Merseyside compared to 9% in England).  More than 12,000 people are currently in training and we expect this figure to be higher by the end of 2001/02.  More than 80% of trainees are Advanced or Foundation Modern Apprentices.  In addition, 300 young people who need further support before moving into vocational training are currently accessing Life Skills or Preparatory Training provision.   The characteristics of those in work-based learning aged 16 - 18 and 19 - 24 years can be found in Appendix 4.

A breakdown of trainees by age and employment status in each area are set out in Table 62.

Work-based learning is supported by many of the sub-regions employers, with 73% of trainees employed.  The programme offers training in all major occupational areas and at all levels.  The biggest take up of training is in retailing and customer service (18%), followed by business administration (16%), construction (14%) and health care (14%).
 
The work-based learning programme is currently delivered by around 100 providers, 7 of which are colleges.  The size of providers varies widely in terms of number of trainees, with the smallest having 7 GMLSC funded trainees and the largest 1,100. 












Source: Learning and Skills Council Management Information
Although there is some excellent work-based learning provision, there are also some poorly performing providers.  Based on an analysis of inspections carried out to October 2001 (covering 75% of the provider base), over half of providers were awarded an unsatisfactory grade within one or more areas of inspection.   


4.4   Job Related Training

The Greater Merseyside Employer Skills Survey 2001 suggests that 44% of local establishments had arranged or funded off the job training​[6]​ in the twelve months prior to interview.  Of those who had provided training, 63% used external training providers, 14% did not, and a further 23% were uncertain.  A breakdown of the external training providers used is shown in Table 63.

Table 63: External Training Providers Used For Off The Job Training: 2001
	%
College in Greater Merseyside	23
College outside Greater Merseyside	7
Private training provider in Greater Merseyside	28






Source: Greater Merseyside Employer Skills Survey 2001

External training providers were typically used to improve the standard to which employees were able to do their job, to give them the basic skills required to perform their job role and to motive/act as a reward for performance.  In the case of managers, professionals and associate professionals, external training providers are also used to enable them to make use or better use of new technology.    

Almost half of the companies believed that external training greatly enhanced the usefulness of managers, professionals, associate professionals, admin, secretarial, personal services or sales staff.  For skilled trade, operatives and elementary staff, the figure was 37%.  Disappointingly, approximately 5% of establishments believed that external training made no difference to the usefulness of their employees.

48% of establishments had contact with or had used colleges.  Of those that had used colleges, 77% found them to be very or quite responsive to needs.  47% had had contact with or used training providers.  Of these, 82% found them very or quite responsive to needs.  37% had had contact with or used manufacturers/suppliers.  80% found them very or quite responsive to needs.

A significant proportion of establishments used external training providers outside Greater Merseyside, with nearly half indicating that this was because there was no local provision for the training required.  A breakdown of why training providers outside Greater Merseyside were used is shown Table 64.

Table 64: Reasons Why External Training Providers Outside Greater Merseyside Were Used: 2001
	%
No provision for this training within the Greater Merseyside area	48
More convenient	20
Corporate policy / centralised training decisions	13
Place is highly recommended	10
Have always used this provider	9
Quality of training not up to standards within the Merseyside area/this place offers better quality	7
Too expensive within the Greater Merseyside area/This place is cheaper	3
Never looked at what was available in Greater Merseyside	1
Other	5
Don’t know	3
Source: Greater Merseyside Employer Skills Survey 2001


4.5   LEA secured Adult and Community Learning (ACL)

ACL provision is a key tool for facilitating access to learning for those traditionally difficult to engage, by delivering learning in community locations, using delivery methods that will engage traditional non-learners.  The adult education curriculum is generally focussed on non-vocational, leisure and recreational activities, and community and voluntary organisations are often engaged in its delivery.  Historically, there is very little information about the take up of the provision available through this route, although in future years LEAs will be required to provide more detailed information on learners and their outcomes. 


















Appendix 1: Population and the Workforce

1.	Population by Age
2.	Population Change: 1981 - 2006


Population and the workforce

The population of an area is fundamental to understanding the local economy and labour market.  It provides an indication of the broad customer base to which local organisations provide services and it gives details of the current and future potential workforce for local organisations to employ.

Table 1: Population by Age: 2001








































Source: Population Estimates Unit, National Statistics

N.B. Retirement is taken to be 65 years for males and 60 years for females.

The population of Greater Merseyside area as a whole has been falling steadily for much of the past three decades and this trend is set to continue.









Change 1981 - 1991	+1%	-10%	-7%	-2%	-5%	-1%	-4%
Change 1991 - 1999	-3%	-2%	-5%	-3%	-1%	-3%	-3%
















Appendix 2: ward level indices of deprivation
















The Index of Deprivation is the most comprehensive source of ward level information that is comparable across England.  

The Index of Deprivation 2000 is made up of:
	Six ‘domain’ indices at ward level (income, employment, health deprivation and disability, education skills and training, housing and geographical access to services);
	An overall ward level Index of Multiple Deprivation 2000;
	A supplementary Child Poverty ward level index;
	Six summaries at the local authority district level of the overall Index of Multiple Deprivation 2000.

Domains and Indicators
The index is based on the premise that multiple deprivation is made up of separate dimensions, or ‘domains’ of deprivation.  These domains reflect different aspects of deprivation.  Each domain is made up of a number of indicators which cover aspects of this deprivation as comprehensively as possible.  

The indicators in each domain are combined to create a Domain Index.  For the income and employment domains the domain scores are presented as a simple rate, using appropriate denominators, as these domains present the percentage of the population affected by this type of deprivation.  This is also the case with the Child Poverty Index.  The health, housing, education and access domains cannot be combined in this way for a number of reasons.  Instead, these four domains are each combined using factor analysis.  Within each domain, the higher the score, the more deprived a ward is.  

Once the six separate domains scores for every ward have been calculated, they are combined and summed into an overall Index of Multiple Deprivation, through various mathematical techniques.  The supplementary Child Poverty Index is also constructed at ward level.  
 
These eight scores for each ward in the country are also each assigned a national rank.  There are 8,414 wards in England.  The most deprived ward for each index is given a rank of 1, and the least deprived ward is given a rank of 8,414.  The ranks show how a ward compares to all the other wards in the same district (as there may be a great variation) and country and are easily interpretable.  However, the scores indicate the distances between each rank position, and will vary.  The factor scores should not be compared between domains as they have different minimum and maximum values and ranges.  To compare between domains, the ranks should be used.


Ward Level Domain Indices

Income
The income domain measures people who are on a low income.  Income deprivation is considered to be one of the most important aspects of deprivation.  The indicators in this domain are in the form of non-overlapping counts of people in families in receipt of means tested benefits.  

Employment
‘Employment deprived’ are defined as those who want to work but are unable to do so through unemployment, sickness or disability.  The domain measures forced exclusion from the world of work.  This is seen as a separate deprivation from the income deprivation to which lack of employment may lead.  The indicators in this domain constitute non-overlapping counts of those excluded from the labour market through unemployment, ill health or disability.

Health Deprivation and Disability
This domain identifies people whose quality of life is impaired by either poor health or disability.  Whilst ill health is closely intertwined with other aspects of deprivation, it is also an important aspect of deprivation in its own right.  Premature death is the ultimate manifestation of this, but chronic ill health and disability will also greatly impair the quality of people’s lives.

Education, Skills and Training
This domain measures education deprivation in as direct a way as possible.  This is predominately measured by lack of qualifications amongst adults and children of different ages in a local area.  Indicators of children aged 16 and over who are not in full time education and the proportion of 17 year olds who have not successfully applied for higher education have also been included.  Both of these participation measures are important aspects of area deprivation.

Housing
This domain identifies people living in unsatisfactory housing and, in the extreme case, homelessness.

Geographical Access to Services
Access to essential services is an important aspect of people’s everyday lives.  While this is true for all people, the focus solely on people with low incomes (on benefits) for three of the indicators as they are more likely to be experiencing the disadvantage of lack of access to services more acutely than those on higher incomes, who are in principle more able to afford public or private transport.  Access to primary schools was measured for all 5-8 year olds.  

The Overall Index of Multiple Deprivation 2000
The overall Index of Multiple Deprivation 2000 describes the ward by combining information from all six domains.  The overall ward level 2000 is then ranked in the same way as the domain indices.  The bigger the Index of Multiple Deprivation 2000 score, the more deprived the ward.  Because of exponential distribution, it is not possible to say, for example, that a ward with a score of 40 is twice as deprived as a ward with a score of 20.  In order to make comparisons between wards, use ranks.  

Tables 1 to 6 how the index of multiple deprivation scores and ranks of the wards in Greater Merseyside by district.

The Child Poverty Index
The Child Poverty Index is a subset of the Income Domain Index and shows the percentage of children in each ward that live in families that claim means tested benefits.  The Child Poverty Index is not combined with the other domains into the overall Index of Multiple Deprivation as child poverty is already captured in the income domain.


Table 1: Halton: 2000






















Source: Index of Deprivation, DETR

Table 2: Knowsley: 2000























Source: Index of Deprivation, DETR
Table 3: Liverpool: 2000


































Source: Index of Deprivation, DETR


Table 4: Sefton: 2000
























Source: Index of Deprivation, DETR

Table 5: St Helens: 2000
Ward Name	16 - 59 mid 1998 population	Index of Multiple Deprivation Score	Rank of Index of Multiple Deprivation


















Source: Index of Deprivation, DETR

Table 6: Wirral: 2000




























Six summary measures of the overall Index of Multiple Deprivation 2000 have been produced at district level which describe differences between districts.  The summary measures at district level focus on different aspects of multiple deprivation in the area.  No single summary measure is favoured over another, as there is no single best way of describing or comparing districts.  A summary of the ward level index and rank of multiple deprivation by district can be found in the appendices.

Districts are complex to describe as a whole or to compare for several reasons.  First districts can vary enormously in population size.  Furthermore, some districts may have a more ‘mixed’ population containing more variation in deprivation and in some places deprivation may be concentrated in severe pockets rather than being more evenly spread.  This makes an overall picture more difficult to establish.

Six measures have been devised which take account of these issues, and which describe the district in different ways: looking at the most deprived populations, the most deprived wards, as well as the average of the wards, to get six meaningful descriptions of deprivation at a district level.  

For each measure each district is given a rank and score (with the exception of Extent).  A rank of 1 indicates that the district is the most deprived according to the measure, and 354 is the least deprived.  The meaning of the scores for each of the measures is detailed as follows:

Local Concentration
The population weighted average of the ranks of a district’s most deprived wards that contain exactly 10% of the district’s population.

Local concentration is an important way of identifying districts’ ‘hot spots’ of deprivation.  The Local Concentration measure defines the ‘hot spots’ by reference to a percentage of the district’s population.  We took the mean of the population weighted rank of a district’s most deprived wards that capture exactly 10% of the district’s population.  In many cases this was not always a whole number of wards.  

Local Extent
The proportion of a district’s population living in the wards that rank within the most deprived 10% of wards in England.

The aim of this measure is to portray how widespread high levels of deprivation are in a district.  It is the proportion of a district’s population living in the wards which rank within the most deprived 10% of wards in England.  It only included districts which contain wards which fall within the top ten percent of the most deprived wards in England.  Therefore some districts will not have an overall score for this measure.  A rank of 158 indicates a district with no score.

Scale (two measures)
Income scale is the number of people who are income deprived, employment scale is the number of people who are employment deprived.

These two measures are designed to give an indication of the sheer numbers of people experiencing income deprivation and employment deprivation at district level.  The income scale score is a count of individuals experiencing income deprivation.  The employment scale score is a count of individuals experiencing employment deprivation.  It is useful to present both measures, as they are real counts of the individuals experiencing these deprivations.  

These two measures are designed to give an indication of the sheer numbers of people experiencing income deprivation and employment deprivation at district level.  The income scale score is a count of individuals experiencing income deprivation.  The employment scale score is a count of individuals experiencing employment deprivation.  It is useful to present both measures, as they are real counts of the individuals experiencing these deprivations.  

There are two further ways of describing districts using all of the wards:

Average of ward ranks
Population weighted average of the combined ranks for the wards in a district.  

This measure is useful because it summarises the district taken as a whole, including both deprived and less deprived wards.  All the wards in a district need to be included to obtain such an average, as that each ward contributes to the character of that district.  This measure is calculated by averaging all of the ward ranks in each district.  The ward ranks are first of all population weighted within a district to take account of the fact that ward size can vary significantly in that district.  


Average of Ward Scores
Population weighted average of the combined scores for the wards in a district.
















Appendix 3: Pathways Area Data

1.	Population Estimates
2.	Unemployment Rates: 1998 – 2000
3.	Average Household Income: 1996 - 1998





Throughout this report, reference has been made to the differences between the districts of Greater Merseyside.  There are, of course, also differences within districts, and particular geographical areas can be defined as areas of multiple disadvantage. As part of the original Objective One programme, 38 ‘Pathways’ areas were identified in Merseyside.  These areas were selected on the basis of a combination of demographic and socio-economic factors.  








Key measures derived by MIS were population estimates for each of the Pathways areas, not least because of their use as a denominator in other indicators.  Population estimates for the Pathways areas in Greater Merseyside can be found below.

Overall, using the 1991 Census of Population and the 1998 Population Estimates, the population in Pathways areas decreased by 18,021 (3.3%) over the period, a larger proportionate decrease than Merseyside as a whole.  This disproportionate decrease in population is unsurprising, given the link between poor economic performance and population decline.  All five districts suffered a total loss of population in their Pathways areas.  Local Authority Pathways areas decreases ranged from 2.2% (1,226) in Sefton to 8.4% (3,098) in St Helens.  In numerical terms, the highest Pathways population decrease was in Liverpool, a loss of 7,864 (3.2%) of the population.

In 27 (71%) of the Pathways areas, population decreased over the period.  The largest percentage fall in population reported by MIS was in New Street (St Helens), which reduced by 91.8% from 1,887 to 154.  This was related to a rebuilding programme and the area is now estimated to have a population of around 2,500.  The lowest percentage decrease was 1.1%, in Wargrave (St Helens).  By headcount, population decreases ranged from 10 (0.1%) in Seacombe/Poulton (Wirral) to 5,197 (-26.2%) in LEAP (Liverpool).






Table 1: Pathways Area Population Estimates































St Thomas Square	554 	109	-445	-80.32
























Unemployment is considered to be one of most important indicators for monitoring the relative position of Pathways areas, due to the linkage between unemployment and social exclusion.

The most recent data available for Pathways area unemployment is from January 2000.  At that point in time, the Merseyside unemployment rate was 10.2%, compared to an average Pathways unemployment rate of 21.7%.  The data in the appendices illustrates the unemployment rates for Pathways areas for the period October 1998 to January 2000.  Care should be taken with the comparisons over time as the economically active (denominator) figures have been updated during this period to take account of new population estimates.  The population in eight Pathways areas was too small to allow for accurate unemployment rate estimates.  

In October 1998, the highest Pathways area unemployment rate was Birkenhead, Wirral (22.2%), and January 2000, the highest Pathways area unemployment rate was in North Moreton, Wirral at 24.8%.  In October 1998, the lowest Pathways area unemployment rate was in the 580 Partnership, Liverpool (11.1%) and in January 2000, the lowest unemployment rate was in Stanley, Liverpool (9.8%).

Of the 30 Pathways areas where estimates were possible, the unemployment rate was lower in January 2000 than in October 1998 in fourteen areas.  The largest decrease in Pathways areas was in Netherley/Valley (Liverpool) – from 12.3% to 10.2%.  The largest proportionate decrease in unemployment rate by district was in Sefton Pathways areas (7.5%).  





































































* denotes areas with 1991 Census populations below 2,000 and where u/e rate estimates are extremely unreliable
Source: Pathways Impact Monitoring, Merseyside Information Service
Average Household Income: 1996/98
 
Another important indicator for Pathways areas is household income.  MIS used CACI Ltd’s PayCheck data to derive Pathways area information for this indicator, the results of which can be found in the appendices.  Low average income levels are functions of the level of employment in a particular area, as well as the quality of the jobs held by those in employment.  Both of these can be linked to some degree to the level of skills within a particular area.

Unsurprisingly then, given the high unemployment and low skill base of the Pathways areas, mean household income is much lower in Pathways areas (£12,780) than in Merseyside as a whole (£18,180).  

Mean income on Merseyside increased by 6.75% between 1996 and 1998.  Mean incomes in the five districts ranged from £16.05k in Knowsley to £19.82k in Sefton, a differential of £3.77k.  All five districts experienced an increase in household income between 1996 and 1998.  The highest increase in average income was 8.46% in St Helens, and the lowest was 5.39% in Wirral.  

Within Pathways areas, St Thomas Square in St Helens had the lowest mean income, just £9.95k, of all Pathways areas in Merseyside.  Duke St/Cornwallis in Liverpool had the highest (£18.48k), a differential of £8.53k.  Out of the 38 Pathways areas, over same period, average income increased in 28 areas, stayed the same in 1, and decreased in 10, although some of these changes should be treated with caution.  Out of the 27 areas that experienced an increase in income, 16 of these areas experienced an increase that was proportionately less than the increase in Merseyside as a whole.  For individual Pathways areas, the increases in average income ranged from 49.0% in New Street  (St Helens) to 0.42% in Parr/Blackbrook (St Helens).  The reductions in average income for individual Pathways areas ranged from 0.26% in Mill Park (Wirral) to 12.02% in St Thomas Square (St Helens).






Table 3: Pathway Area Average Household Income: 1996-1998


























































Council Tax Benefit Claimants

In the same way that levels of income indicate the levels of skills within an area, the extent to which Council Tax Benefit is claimed helps to provide some insight as to the extent of labour market disadvantage within a particular area.  Income Support and Jobseeker’s Allowance claimants automatically qualify for Council Tax Benefit, although Council Tax Benefit claimants do not necessarily have to claim these other benefits to qualify.  For those who do not claim Income Support or Job Seeker’s Allowance, eligibility varies from district to district depending on rent, council tax level, and personal circumstances.  Therefore, whilst figures are comparable within districts, cross-district comparisons should be treated with caution.  In particular, as St Helens figures are in aggregate form, including all claimants of either Housing Benefit and/or Council tax rebate, data for St Helens is not directly comparable with that for other districts.   Information on those in receipt of Council Tax Benefit within the Pathways areas can be found in the appendices.

Claimant rates across districts as a whole vary across Merseyside from 22.7% in Sefton to 44.0% in Knowsley, with Liverpool not far behind at 42.14%.  Claimant rates are significantly different between Pathways and non-Pathways areas within all areas.  The claimant rate for all Merseyside Pathways areas was 15.3%, and non-Pathways areas 7.7%.  Within Local Authority Pathways areas as an average, claimant rates varied from 59.9% in Knowsley to 48.4% in Sefton Pathways.  Proportionately, the rate of claimants in Pathways areas is approximately twice (or more) than that for non-Pathways areas.  The largest discrepancy was in Sefton, where 48.4% of properties in Pathways areas are claiming a rebate compared to 16.7% in non-Pathways areas.






Table 4: Pathways Area Council Tax Benefit Claimants


























































Source: Pathways Impact Monitoring, Merseyside Information Service 


Educational Attainment  





Table 5: Pathways Area Educational Attainment






















































North West Totals		45.4 		89.7
England Totals		47.9		88.5
















Appendix 4: Learner Data

Further Education Students: 1999/00
1.	Summary Statistics for Further Education Institutions

Work-Based Learning Trainees: 2001
2.	Gender Breakdown, by Age
3.	Disabled Trainees, by Age
4.	Ethnicity Breakdown, 16 - 18 year olds
5.	Ethnicity Breakdown, 19 - 24 year olds
6.	By Programme, 16 - 18 year olds
7.	By Programme, 19 - 24 year olds
8.	By Occupational Group, 16 - 18 year olds




Table 1: Summary Statistics for Further Education Institutions; 1999/00	
	Supporting data	SS1	SS2	Supporting data	SS3	SS4	SS5







General further education and tertiary colleges																
Halton College	Average	24.40	b	b	b	b	b	b	b	b	b	b		b	b	b
Hugh Baird College	Very High	16.72	100	6	-27	2,371	4,640	79	78	81	73	81	79	339	376	265
Knowsley Community College	Very High	16.60	99	-2	4	2,196	7,704	86	82	89	72	74	75	246	286	309





Birkenhead Sixth Form College	Average	16.89	104	10	40	29	1,129	89	74	74	77	88	82	99	274	0
Carmel College	Average	16.60	105	0	54	-7	1,022	94	87	87	79	94	91	0	508	5
King George V College	Low	16.77	102	3	56	5	1,070	95	90	81	90	88	89	20	448	0
Widnes Sixth Form College	Average	17.43	104	6	d	-13	905	91	84	78	79	83	81	50	308	0
External institutions																
Greenbank Project	Very High	9.27	105	105	102	49	15	80	77	67	100	92	87	0	0	0
Knowsley Community Education Service	High	11.79	111	111	148	4	5	100	78	b	b	74	b	0	0	e
Liverpool LEA – Adult Education Service	Very High	10.75	94	94	84	15	17	100	71	b	b	93	b	0	0	0
Women’s Technology Training Ltd.	Very High	17.87	104	104	104	-10	51	86	74	99	96	96	98	0	0	33

Key:
b.	agreed data not available	d.	greater than 100%
e.	fewer than five students 	f. 	not applicable







SS1:	Achievement of Funding Target

Purpose
To indicate the degree to which an institution has achieved its funding target, by measuring the difference between an institution’s provision of education and training programmes and that which an institution agreed to provide in return for Council funds.  The statistic relates to provision wholly or partly funded by the Council.

Description
The number of Council-funded units of activity, that is, funding units, generated by an institution for the teaching year (1 August to 31 July), as a percentage of its target funding units for that year.


SS2:	Change in Student Numbers

Purpose
To indicate the level of change in student enrolments at an institution.

Description






To provide an indication of the effectiveness of an institution’s teaching, and guidance and support process, as measured by the retention of students on their learning programmes.

Description
The percentage of those students who, having enrolled on a learning programme of at least 12 weeks duration, continue to attend at the end of the qualification or the end of the teaching year (31 July), whichever is sooner.  Separate information is shown for full-time full-year (described as full-time), and full-time part-year and part-time students (jointly described as part-time).  The statistic relates to provision funded wholly or partly by the Council.









To provide an indication of the effectiveness of an institution in enabling students to attain their learning goals.  SS4 shows the achievements of students at the completion of their learning programmes.  Achievement is measured in relation to qualification aims.

Description
The total number of qualification aims achieved, expressed as a percentage of the total number of qualification aims for which students have completed the learning programme.  Results are shown by three categories determined by the total guided learning hours (glh) of the qualification: 9-59 (short), 60-119 glh (medium), and 120 or more glh (long).  The statistic relates to provision funded wholly or partly by the Council.


SS5:	Contribution to the National Learning Targets

Purpose
To provide a measure of the number of students attaining one of the national learning targets by achieving an NVQ or equivalent at the appropriate level.

Description
SS5 is made up of three elements:
a.	targets for young people: the number of 16 to 19 year olds achieving a level 2 qualification (NVQ 2 or equivalent) in the teaching year;
b.	targets for young people: the number of 16 to 21 year olds achieving a level 3 qualification (NVQ 3 or equivalent) in the teaching year;
c.	targets for adults: the number of adults achieving a level 3 or level 4 qualification (NVQ 3 or equivalent or qualifications at higher level) in the teaching year.

The statistic relates to all provision at the institution.












Source: Greater Merseyside LSC Management Information, 2001

Table 3: Disabled Trainees by Age




Source: Greater Merseyside LSC Management Information, 2001















Source: Greater Merseyside LSC Management Information, 2001






























Source: Greater Merseyside LSC Management Information, 2001
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Health Care and Public Services	60	715	775	11%
Hospitality	77	116	193	3%





Retailing and Customer Service	348	474	822	11%
Transportation	6	5	11	0.2%
Total	4,151	3,164	7,315	100%












Health Care and Public Services	95	593	688	17%
Hospitality	116	164	280	7%





Retailing and Customer Service	469	842	1,311	33%
Transportation	5	2	7	0.2%
Total	1,668	2,306	3,974	100%
















Greater Merseyside encompasses 139 wards, with an estimated 16 – 59 population of 889,000 in 1998.

	Half of the population aged 16 – 59 lives in wards identified in the top 10% most deprived in England (447,000 out of a total 889,000 population).
	There are nearly 174,000 ‘employment deprived’ people in Greater Merseyside, far higher than the number on the claimant unemployment count.  Overall, 562,000 people live in the wards that are in the top 10% most deprived in England, nearly two-thirds of the working age population of the area.
	537,000 people are classed as ‘income deprived’.
	Ninety-nine wards lie in the top 10% of the most ‘health deprived’ wards in England.  This equates to nearly seven in ten of the Greater Merseyside 16 – 59 population (613,000).
	22 wards are in the top 10% most deprived wards in terms of housing in England.
	36 wards in the top 10% most deprived wards in terms of education deprivation in England.

		Gross Domestic Product*est £14 bn		
						
Earnings60 to 70% of GDP(£8.4 bn to £9.8 bn)		Company Profits30 to 40% of GDP(£4.2 bn to £5.6 bn)
						
Volume68,000 jobs short of GB		QualityEarnings 95% of UK		Volume16,100 firms short of UK		QualityGVA  est 70% of UK
						




	The population of Greater Merseyside is estimated to be 1,524,200.
	The working age population (16 years to retirement) is estimated to be 927,500, equivalent to 61% of the population.
	There are approximately 60,000 people aged 16–18 years (4%).




Local Labour Force Survey, 2000
Claimant Count, December 2001






* inc. those over the age of retirement, in employment.

Claimant count unemployed  	  39,900	(6.2%,GB 3.1%)

LFS economically inactive	264,000	(29%, GB 21%)
of which:
	16 – 19		  	  38,000	(48%, GB 37%)
	20 – 24		 	  25,000	(27%, GB 23%)
	25 – 34			  43,000	(20%, GB 16%)
	35 – 49			  66,000	(21%, GB 15%)























In 2000/01, an initiative was piloted amongst 200 schools to measure the value added between the achievement at age 11 and 14 (Key Stage 2 and 3) and between achievement at age 14 and 16 (Key Stage 3 and GCSE/GNVQ).  

Points are allocated to pupils’ Key Stage 2 and 3 results.  A pupil’s value added score is based on comparing their Key Stage 3 performance with the median Key Stage 3 performance of other pupils with the same or similar prior attainment at Key Stage 2.  A school’s value added score is a simple average of the value added measures for all pupils in the school.  A similar process is undertaken to obtain a school’s value added measure between Key Stage 3 and GCSE/GNVQ. 

A school’s value added scores are shown as measures centred around 100, with scores above 100 representing schools where pupils on average made more progress than similar pupils nationally, and scores below 100 representing schools where pupils made less progress.

Whilst these measure will be useful in the future, only a handful of schools in Greater Merseyside were included in the pilot, so it is not possible to report accurately on the results.  However, it is intended that the initiative will be rolled out across the country in 2001/02.

	In Greater Merseyside, nearly one in five (259,000) working age adults have low or very low numeracy levels.  Nearly three in ten (245,000) have low or very low literacy levels.  

National Research
Adults with poor basic skills are more likely than other adults to: 

	be on lower incomes (it is estimated that they may earn an average £50,000 less over their working lives);
	be unemployed, and spend an average of three fewer years in full-time employment by the time they are 37;
	be prone to ill health, social exclusion, and are more likely to turn to crime;
	have low self-confidence and low motivation;
	have children who struggle at school.

Whilst the cost of reduced literacy and numeracy skills on individuals is severe, there is a cost to society which is just as great.  Employers in particular cannot compete in an increasingly global, knowledge-based economy without a workforce able to add real value at every level.  One in five employers reports a significant gap in their workers’ skills.  Over a third of those companies with a literacy and numeracy skills gap say that they have lost business or orders to competitors because of it.  Industry loses an estimated £4.8 billion a year because of poor literacy and numeracy skills.  Combining the effect of lower incomes, reduced productivity, poorer health and the cost of consequential benefits and welfare services, some have estimated the cost to the country of poor literacy and numeracy skills to be as high as £10 billion.
One in five adults in England has literacy and numeracy skills difficulties.  Of those 7 million adults with literacy and numeracy needs, it is estimated that 1 million are under 25 years old and 4 million more are aged between 26 and 55 years old.  Existing research shows that literacy and numeracy difficulties are more common among certain groups:  

	Some of those in employment
Up to half of the 7 million people in England with literacy and numeracy needs are in jobs.  Productivity per hour worked is 20% lower in Britain than in Germany, and our poorer literacy and numeracy skills account for a third of that shortfall.

	Many of those with low literacy and numeracy skills are in low-skilled or short-term employment.  (Around a third of plant and machine operators have literacy skills no higher than Level 1).
	A lack of literacy and numeracy skills can often trap people into low-skilled, poorly-paid jobs – two thirds of those with literacy skills at Level 1 or below earn less than £9,000 a year.

	Jobseekers
It is estimated that at least 32% of all unemployed people have literacy, language and/or numeracy needs.


	Other benefit claimants 
At least 40% of those in receipt of other working-age benefits (excluding child benefit and pensions) are estimated to have literacy and numeracy difficulties.  Over a third of people with poor literacy and numeracy are in receipt of social security benefits (excluding pensions and child benefit), compared with less than one in ten of those with better skills.

	Partners of benefit claimants
Of the 180,000 partners of Jobseeker’s Allowance claimants who are eligible each year for the New Deal, over 40% have no qualifications.  Partners of other benefit claimants are likely to be in a similar position.

	Lone parents/Parents
Of the 900,000 lone parents claiming Income Support, around 240,000 have no qualifications.  Around a third of lone parents with children aged between 6 and 15 have poor literacy skills and almost 40% have poor numeracy skills.  Generally, parents with poor literacy and numeracy skills are more likely to have children with similar difficulties (a 1993 study found that 60% of children in the lowest reading attainment group at age 10 had parents with low literacy scores).

	People who live in disadvantaged communities 
People with poor literacy and numeracy are particularly concentrated in deprived areas. There are around 1.7 million adults with literacy deficiencies living in the 10% most deprived wards.

	Prisoners and those supervised in the community
Around 50% of those people who are or have been in prison, or are supervised by the Probation Service in the community in any one year have poor reading skills, 66% have poor numeracy skills, and a staggering 81% of prisoners have writing skills below Level 1.
 
	Groups at a disadvantage/other groups at risk of exclusion
We cannot ignore others with specific disadvantages and at risk of exclusion from mainstream society due to their lack of literacy and numeracy skills. These include:

	homeless people (around 60,000 homeless people have literacy and numeracy needs);
	those with drug and alcohol problems;
	refugees and asylum seekers ;
	other non-native English speakers (there are between 450,000 and 1 million people who do not speak English as their first language.  Potential learners range from those who may lack basic literacy and numeracy in their first language to those who already have a high level of education); 
	drug or alcohol abusers;
	travelling families;
	older adults in the community as well as in residential care homes. 







Adults with poor basic skills are more likely than other adults to: 

	be on lower incomes (it is estimated that they may earn an average £50,000 less over their working lives)
	be unemployed, and spend an average of three fewer years in full-time employment by the time they are 37
	be prone to ill health, social exclusion, and are more likely to turn to crime
	have low self-confidence and low motivation
	have children who struggle at school

Whilst the cost of reduced literacy and numeracy skills on individuals is severe, there is a cost to society which is just as great.  Employers, in particular, cannot compete in an increasingly global, knowledge-based economy without a workforce able to add real value at every level.  One in five employers reports a significant gap in their workers’ skills.  Over a third of those companies with a literacy and numeracy skills gap say that they have lost business or orders to competitors because of it. Industry loses an estimated £4.8 billion a year because of poor literacy and numeracy skills.   Combining the effect of lower incomes, reduced productivity, poorer health and the cost of consequential benefits and welfare services, some have estimated the cost to the country of poor literacy and numeracy skills to be as high as £10 billion.
One in five adults in England has literacy and numeracy skills difficulties.  Of those 7 million adults with literacy and numeracy needs, it is estimated that 1 million are under 25 years old and 4 million more are aged between 26 and 55 years old.  Existing research shows that literacy and numeracy difficulties are more common among certain groups:  

	Some of those in employment
Up to half of the 7 million people in England with literacy and numeracy needs are in jobs.  Productivity per hour worked is 20% lower in Britain than in Germany, and our poorer literacy and numeracy skills account for a third of that shortfall.

	Many of those with low literacy and numeracy skills are in low-skilled or short-term employment.   (Around a third of plant and machine operators have literacy skills no higher than Level 1).
	A lack of literacy and numeracy skills can often trap people into low-skilled, poorly-paid jobs – two thirds of those with literacy skills at Level 1 or below earn less than £9,000 a year.

	Jobseekers 















^1	  Includes 14 19 year olds
^2	  Economically active adults aged 18 years to retirement.
^3	  Analysis of Census of Population, as reported in Working Brief Issue 88 p. 20 - 22
^4	  The cohort that sat their GCSEs/GNVQs in 2000/01 would have been at Key Stage 3 in 1999/99 and Key Stage 2 in 1995/96.  The Key Stage 2 results for 1995/96 are not in the public domain therefore cannot be used in the context of this report.  
^5	  Includes 14 19 year olds
^6	  Off the job training includes all training away from the immediate work position.  It can be given at the employers’ premises or elsewhere.  It includes all sorts of courses – full or part-time, correspondence or distance learning, health and safety and so on – as long as it is funded or arranged by the employer.On the job training includes training given at the desk or place where the person usually works.  Typically, this kind of training is planned in advance, with no, or very little, useful output whilst the training is being undertaken.  
